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ABSTRACT 


The study was conducted to find out the best fit model for the 
organizational commitment of teachers of schools comprising the 
Diocese of Butuan Educational System (DBES) in Region XIII. A 
descriptive correlational research design was used to attain its 
objectives. The respondents of the study were the basic education 
teachers from the private basic education schools comprising the 
DBES in Region XIII. The universal sampling technique was used in 
determining the schools while purposive sampling was used in 
choosing the respondents. An adapted survey questionnaires 
consisting of items designed mainly to answer the problems of the 
study were used. The Levels were measured using mean and standard 
deviation while significant relationships and influences were 
measured using Pearson-r and multiple regressions respectively. To 
generate the best fit model for organizational commitment, the 
structural equation modeling (SEM) was used. The results revealed 
that the level of organizational climate of schools was very high 
which implied that the school's organizational climate was always 
manifested. The level of leadership skills of principals was very high 
which implied that the leadership skills of principals were always 
evident. The level of instructional management of principals was 
very high which implied that the instructional management of 
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was always demonstrated. The level of organizational commitment of teachers was very high which implied that 
the organizational commitment of teachers was always observed. Further, positive correlations between 
organizational climate and organizational commitment, leadership skills and organizational commitment, and 
instructional management and organizational commitment existed. These showed that increases in the level of 
organizational climate, leadership skills, and instructional management will result in to increase in the level of 
organizational commitment. Furthermore, there was a singular significant influence between organizational 
climate and organizational commitment and between instructional management and organizational commitment 
and there was no singular significant influence between leadership skills and organizational commitment. 
Moreover, there was a combined influence of organizational climate and instructional management on 
organizational commitment of teachers. The best fit structural equation model yielded good model results as 
indicated by the indices of goodness fit. It was found out that organizational climate and instructional 
management were directly significant in predicting organizational commitment. Also, the organizational climate 
was found to be a significant predictor of instructional management. This implied that in attaining and sustaining 
an improved organizational commitment, school administrators should keep a satisfying organizational climate 
and a dynamically progressing, creative and innovative instructional management. 


KEYWORDS: Education, organizational climate, leadership skills, instructional management, organizational 
commitment, structural equation model, Philippines 


1. INTRODUCTION 

Background of the Study 

Teachers' commitment has been recognized as an 
effective route for the success of educational 
institutions, herein referred to as an organization. The 
educational system as the most influential spot that 
leads to the progress of society requires committed 


teachers who are not mere tools, but as strategic 
partners as well (Darling-Hammond et al., 2018). On 
one hand, teachers’ commitment depending on the 
level may create dilemmas, difficulties and deviations 
in respect to the educational aims of the school (Dutta 
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et al., 2017). On the other hand, teachers find the new 
demands of teaching to be burdensome requiring 
great personal investment, and view it as a job with 
the capacity to colonize their personal lives (Nias, 
2019). As a result, they often restrict their 
commitment with the school as means of survival and 
in some cases, they chose to leave their profession 
(Drucker, 2020). Yet, understanding when and how 
commitments develop and how they shape the 
attitude and behavior of teachers still posed a serious 
challenge among educational institutions around the 
globe (Morrow, 2019). 


In the United States, about 50 percent of the teachers 
leave their jobs within the first five years (McDevitt, 
2018). And, in a Mercer study of 30,000 employees 
of educational institutions worldwide, between 28 
percent and 56 percent of these employees around the 
globe wanted to leave their jobs. Thus, there have to 
be causes that drive these high percentages. 
Moreover, the report released in the year 2012 during 
the National Dialogue on Education revealed that 
teachers around the globe continually show a reduced 
ability to provide a strong commitment to the school. 
The report further showed that retaining and 
attracting highly qualified teachers are some of the 
challenges that schools faced nowadays which could 
be attributed to the abilities of school leaders to 
manage and retain their employees (Esmaeilpour & 
Ranjbar, 2018). And, a worker with low commitment 
may develop a negative attitude towards his/her work 
with characteristics behavioral manifestations such as 
absenteeism and intention to leave the organization 
(Omolayo & Ajila, 2016). 


In the Philippines, most of the private schools faced 
difficulties in maintaining the commitment of 
teachers. Substantial evidence showed that teachers in 
private schools are having an exodus to the public 
schools (Batugal, 2019) despite the increasing effort 
to attract them to stay in the profession and retain 
them in the organization (Tesfaye, 2016). This 
predicament on teachers’ commitment is undoubtedly 
attributed to the leadership skills and instructional 
management of school principals (Aquino, 2017) and 
the school climate (John and Taylor, 2016). Further, 
high direction and low support from leaders within 
the organization continue to exist which resulted to 
greater degrees of burnout (Wilkinson & Wagner, 
2015). And, through time if the school leaders are 
unable to provide the necessary support, teachers can 
experience a period of frustrations and self-doubt, and 
eventually disengagement (Huberman, 2019). This 
decrease on teacher commitment may affect teachers’ 
willingness to implement changes in the class and the 
school environment and decrease their voluntary 


participation in various school activities (Fraser et al., 
2018) 


In Region XIII, educational institutions are faced with 
the challenge of increasing the level of commitment 
of teachers (Day, 2015). Each school within the 
region has unique contextual conditions. It is believed 
that it is greatly related to organizational 
commitment, a commitment towards achieving 
common goals, and dedication to the accomplish 
tasks amidst various challenging situations (Vora, 
2015). Further, organizational climate, leadership 
skills and instructional management of principals are 
seen to affect and influence the organizational 
commitment of teachers (Bierema, 2016). The 
symptomatic culture of change brought about by 
globalization has also changed _ teachers’ 
responsibilities (Mayer, 2013). These changes have 
escalated and intensify pressures, expectations and 
controls on the part of the teachers which will 
eventually result to progressively decreasing 
commitment and disengagement (Dinham, 2017). 


Although there has been some early research about 
the commitment of teachers on the sector of education 
(Watson & Hatton, 2020), and a quantitative study 
was conducted using other dimensions in explaining 
teachers’ commitment (Watson & Hatton, 2020), 
educational institutions, at present, are still faced with 
problems related to commitment of teachers (Tiwari, 
2019). Also, researches on commitment of diocese 
school teachers are still scarce, especially within the 
scope of this study. More so, this study has explored 
teachers' commitment as affected by the 
organizational climate of schools, leadership skills 
and instructional management of principals. And, by 
examining those variable- indicators, issues on 
teacher's commitment within the scope of the study 
could be resolved with greater probability. 


This study aimed to determine the structural equation 
model of organizational commitment of diocese 
school teachers in Region XIII as attributed by the 
organizational climate, leadership skills and 
instructional management of principals. The results of 
this study could provide empirical evidence on the 
interconnectedness of the aforementioned variables in 
the locality. By employing the results, the Diocese of 
Butuan Educational System (DBES) through its 
human resource management officers or trainers 
could develop reliable and sustainable evaluation and 
monitoring tools in assessing teachers’ commitment. 
Further, school administrators could be provided with 
evidence-based knowledge on how to attain and 
sustain highly committed teachers. The findings of 
this research could help the teachers in identifying 
areas of strength as well as areas that need to be 
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developed to function more effectively as facilitators 
of learning. School stakeholders may also benefit 
from the impact of this research by utilizing the 
results as the basis for crafting, improving, and 
sustaining leadership and instructional management- 
related programs and initiatives. 


Lastly, the dissemination and publication of this study 
in the local, national and international platform, 
presentation in public forums and journal publication 
could be of great advantage in validating its results 
and may also add to the existing pool of knowledge 
on teacher’s commitment which could be valuable to 
future researchers. 


Statement of the Problem 

The study aimed to find out the best fit model for the 
organizational commitment of Diocese school 
teachers in Region XIII. 


Specifically, this study sought answers to the 

following questions: 

1. What is the level of organizational climate of 
schools as perceived by the respondents in terms 
of: 

1.1. supportive behavior; 

1.2. directive behavior; 

1.3. restrictive behavior; 

1.4. collegial behavior; 

1.5. intimate behavior; and 

1.6. disengaged behavior? 


2. What is the level of leadership skills of principals 
as perceived by the respondents in terms of: 

2.1. administrative skill; 

2.2. interpersonal skill; and 

2.3. conceptual skill? 


3. What is the level of instructional management of 
principals as perceived by the respondents in 
terms of: 

3.1. framing the school goals; 

3.2. communicating the school goals; 

3.3. supervising and evaluating instruction; 

3.4. coordinating the curriculum; 

3.5. monitoring student progress; 

3.6. protecting instructional time; 

3.7. maintaining high visibility; 

3.8. providing incentives for the teachers; 

3.9. promoting professional development; and 

3.10. providing incentives for learning? 


4. What is the level of organizational commitment 
of teachers as perceived by the respondents in 
terms of: 

4.1. school policies; 

4.2. teaching work; 

4.3. teaching profession; and 

4.4. work group? 


5. Is there a significant relationship between: 

5.1. organizational climate of schools and 
organizational commitment of teachers? 

5.2. leadership skills of principals and 
organizational commitment of teachers? 

5.3. instructional management of principals and 
organizational commitment of teachers? 


6. Do organizational climate of schools, leadership 
skills, and instructional management of principals 
significantly predict organizational commitment 
of teachers? 


7. What model best fits 
commitment of teachers? 


the organizational 


Review of Related Literature 

This study carefully reviewed various sources that are 
considered very essential and valuable in the conduct 
of a comprehensive investigation. Definition and 
discussions on the exogenous and endogenous 
variables were presented to provide the researcher 
some insights and directions to the problem, to the 
researcher instruments, and on the deliberations of the 
various topics included in this research. Synthesis of 
the literature, studies, concepts, and _ theories 
discussed was provided in this part. 


Organizational Climate 

Organizational climate is viewed as the consensus of 
member perceptions about how a_ particular 
organization and/or its subsystems deal with its 
members and its external environment (Enns, 2016). 
It is also defined as the way in which organizational 
members perceive and characterize their environment 
in an attitudinal and value-based manner (Verbeke et 
al., 2017). 


Further, Litwin and Stringer (2016) defined climate as 
the perceived attributes of an organization and its sub- 
systems as reflected in the way an organization deals 
with its members, groups and issues. Moreover, 
Morris (2015) refers organizational climate to the 
“feel” of a school and can vary from school to school 
within the same district. It reflects the psychological 
aspects of the school that are more susceptible to 
change. Psychological in the sense that organizational 
climate is referred to as the individual employee 
perceptions of their work environment. 


Furthermore, De Witte (2018) found out in his study 
that subordinates behave in accordance with the 
directive given by their leaders and the climate of the 
organizations. The level of commitment is related 
positively to the kind of power exerted over them by 
their leaders and the existing organizational climate. 


Moreover, the creation of any school climate starts 
with the principal, and it is reflected in the 
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relationships among teachers, between teachers and 
students, among the student body, commitment of 
teachers to the achievement of school goals and 
objectives, ethos of the school, etc. (Parsons, 2017). 
The principals deliberately model a climate in school 
(Taylor, 2016). Thus, maintaining quality 
relationships and a school climate where everyone 
works in unison and attains desired commitment 
depends much on the leader of the school. 


The organizational climate contributes to the increase 
in commitment. If motivation schemes are 
insufficient and ineffective, elaboration and versatility 
among employees decrease (Rahimic, 2017). Khan 
(2020) also divulged that organizational climate is a 
predictor of teachers’ commitment. With this, school 
administrators and principals should make necessary 
interventions in creating and developing a positive 
school climate. 


Crosswell (2016) disclosed that an organizational 
climate that is favorable to teachers and students 
creates passionate commitment among teachers and 
engage the school community in transmitting 
knowledge and values. Lastly, Elliott and Crosswell 
(2019) revealed that teachers' commitment is firmly 
attached to organizational climate which defines 
teachers’ satisfaction and enjoyment to work. If 
teachers can enjoy the work environment increased 
desire to create spaces in maintaining commitment is 
achieved. Researches showed that organizational 
climate can directly or indirectly influence the 
efficiency and productivity of employees, work 
attitudes, and commitment. 


With these, the importance and impact of the different 
dimensions of organizational climate in terms of 
commitment should be studied and analyzed. These 
dimensions are as follows: 


Supportive Behavior. Hoy et al. (2016) defined 
supportive principal behaviors through actions such 
as Openness to suggestions, the ability to give and 
receive criticism, and genuine use of praise. 
Additionally, supportive principals treated staff 
members with respect and demonstrated both a 
professional and a personal interest in the well-being 
of all staff members. 


Researches have shown that supportive school 
principals have a positive effect on teachers’ 
organizational commitment. When principals give 
teachers feedback, encourage and inform them, and 
set goals for them, teachers show much more 
commitment to their schools (Nguni et al., 2016; 
Park, 2015). 


Additionally, Gray and Bishop Kendzia (2018) 
suggested that a supportive work environment is 


related to employees’ performance. They argue that a 
positive environment will result in motivated 
employees who enjoy their work. An employee, then, 
would be able to perform well when he is committed. 
Moreover, employees who are well motivated with 
their work environment are involved in additional 
work duties and are also likely to report higher work 
commitment (Ayers, 2015). 


Directive Behavior. Somech (2015) has pointed out 
that there is a positive relationship between directive 
leadership, defined as monitoring and supervising 
teachers, and organizational commitment. It has been 
determined that there is a positive relationship 
between teachers’ participation in the process of 
decision-making and their organizational commitment 
(Diosdado, 2018) 


Researchers have suggested that sustainable 
development of school need to be supported by 
leadership that is distributed among principal, 
teachers, and other school personnel (Barth, 2015; 
Fullan, 2016). Implementation of distributed 
leadership at schools contributes to the emergence of 
organizational commitment which means that 
teachers feel sincere attachment and commitment to 
their schools (Agiroglu Bakir, 2018). 


Restrictive Behavior. Principals who showed 
restrictive behaviors overloaded teachers with non- 
teaching demands, such as paperwork and additional 
duties and responsibilities that interfered with 
classroom responsibilities and impeded teachers’ 
abilities to teach (Hoy & Clover, 2016). In this case 
teachers could experience stress which might cause 
some problems (Baltas & Baltas, 2015), which will 
result to reduce organizational commitment (Yilmaz, 
2018). 


Further, Yong and Yue (2017) discussed teacher 
stress and their effects on the school climate, 
observing that when stress and burnout are high, there 
is a direct relationship with educational objectives not 
being met. There has also been a correlation between 
the number of stressful events an individual 
experiences, the amount of social support an 
individual receives, and the amount of positive and/or 
negative feedback an individual is given (Azeem & 
Nazir, 2018). In these stressful situations, the morale 
of the teachers is typically lower, and there is an 
increase in the probability of teachers leaving their 
posts (Hanson, 2016). 


Collegial Behavior. The term collegiality refers to 
the cooperative relationships among colleagues. It is 
often used interchangeably with ‘collaboration’. 
Jarzabkowski (2017), however, tries to differentiate 
between collegiality and collaboration by defining 
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collegiality as teachers’ involvement with their peers 
on any level, be it intellectual, moral, political, social, 
and/or emotional. According to her, collegiality 
encompasses both professional and social/emotional 
interaction in the workplace while collaboration 
mostly relates to the professional sphere of 
relationships. 


Leonard and Leonard (2018), added, that collegial 
behavior cause its members to interact regularly to 
share their ideas and expertise and develop a common 
understanding of organizational goals and the means 


of attaining them. It also influences school 
professional culture and leads to_ increased 
involvement and ownership among __ teachers 


(Andrews & Lewis, 2017). Other studies that report 
positive outcomes of teacher collegiality include more 
positive attitudes toward teaching (Brownell et al., 
2017), reduced stress and burnout (Numeroff, 2017), 
high morale (Nias, 2019), and increased levels of trust 
(Tschannen-Moran, 2016). 


Moreover, in schools where teachers work together to 
plan school improvement, select instructional 
methods and activities, and plan teacher professional 
development and training, teachers tend to be more 
committed to their organization (Graham, 2016; 
Mutchler, 2015). Hargreaves (2017) also supports the 
view that collegiality among teaching personnel helps 
them to better develop higher commitment levels. 
Mutchler (2015) claims that teachers’ relationship 
with their colleagues is the most influential factor in 
teachers’ willingness to remain committed to a 
specific school organization. And, according to 
Troncoso-Skidmore (2017), organizational 
commitment can be nurtured and developed in a 
collegial school culture. 


Intimate Behavior. Intimate teacher behavior reflects 
a strong and cohesive network of social relationships 
among the faculty. Teachers know each other well, 
are close personal friends, and regularly socialize 
together (Hoy, 2018). This type of behavior is 
reflected among teachers who value the quality of 
their interpersonal relationships with peers and 
superiors. Teachers maintain wholesome and cordial 
relations with colleagues; are happy and proud of the 
achievements of other faculty members; have mutual 
trust and respect with other teachers, and offer help 
and assistance to their colleagues when needed. 


Additionally, when teachers are enjoying working 
with each other, and are supportive of their colleagues 
they are not only concerned about each other but are 
committed to the success of their students. They are 
friendly with students, trust students, and are 
optimistic about the ability of students to succeed 
(Hoy, & Hannum, 2018). 


Disengaged Behavior. high faculty morale. Hence, 
Engaged teacher behavior is characterized by it is 
characterized by desirable attitudes as manifested by 
their strong commitment to providing quality 
education to their students; and maintaining a 
wholesome relationship with their peers and superiors 
(Hoy, 2018). Bogler and Somech (2015) added, that 
when employees are engaged in the organization they 
want to have active roles in the organization, and they 
want to have an impact on the programs, procedures 
or strategies of the organization. 


In addition, disengaged teacher behavior refers to a 
general pattern of interference from both 
administration and colleagues that distracts the basic 
task of teaching. Routine duties, administrative 
paperwork, and assigned non-teaching duties are 
excessive. Teachers irritate, annoy, and interrupt each 
other (Hoy, 2018). They also tend to be indifferent or 
even divisive, intolerant and uncommitted. Teachers 
do not exercise cooperative efforts and participation 
in school activities; do not welcome criticisms and 
suggestions from colleagues; and do not receive due 
recognition for their hard work in school (Hoy, 2018). 


Leadership Skills 

Leadership Skills are set of competencies that can be 
learned and develop for an effective leadership 
(Gupta, 2019). Leadership provides significant 
differences in the organization, dimensions of 
leadership and climate. Leadership and commitment 
do positively affect the operation of a learning 
environment (Chang & Lee, 2017). 


In conjunction, with a warm, welcoming environment 
in which to work and learn, a stakeholder expects and 
often demands high academic achievement for 
students. They found a positive school climate relates 
directly to, and is necessary for, successful teacher 
development and student achievement (Hoy & Wool 
folk, 2018). Leaders demonstrate respect by valuing 
the ideas of other people, which means that they 
practice active listening and are open to influence 
(Smith & Smith, 2015). 


Leadership skills impact the commitment of teachers 
by giving them with wide array of professional 
development activities and engaging them to 
continuing professional education. In this manner, 
teachers are given the chance to elevate their 
profession and motivate them to perform well and do 
their job as best as they could (Curtis, 2018). 


Parlar et al.(2017) stressed that leadership skills is 
positively correlated with teacher commitment. 
Creating and establishing professional cooperation, 
school administrator’s support, and positive working 
environment will enable the teachers to be more 
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engaged in accomplishing their tasks thereby 
increasing the school’s productivity and level of 
accomplishment. 


Further, according to Saini and Goswami (2019) 
leadership skills of the school principal could 
significantly contribute to an increased teacher 
commitment by engaging them effectively and 
empowering them in the whole teaching-learning 
process and by making them understand their moral 
obligations to students and society, in general. 


These arguments entail that the importance and 
impact of the different dimensions of leadership skills 
in terms of commitment should be studied and 
analyzed. These dimensions are enumerated as 
follows: 


Administrative Skills. These are technical skills that 
can refer to the ability to perform tasks that require 
the use of certain tools, whether tangible or 


intangible, and technology to complete them. These 
involve process or technique, knowledge and 
proficiency. These are the specific skills and 
knowledge related to the individual’s profession or 
specialization. Managers use the processes, 
techniques, and tools of a specific area. Technical 
skills are abilities and knowledge needed to perform 
specific tasks. They are practical, and often relate to 
mechanical, IT, mathematical, or scientific tasks 
(Doyle, 2016). 


Ogundele et al. (2015) in their study suggested that 
principals nowadays must be professionally and 
administratively competent in leading the teachers. It 
was also shown from the study that principal must 
motivate, encourage teachers _ professional 
development, communicate with the teachers and 
colleagues effectively. Similarly, Muriana (2018) 
suggested that it is important for the principals to be 
acquainted with the required managerial skills for 
them to perform their administrative duties and 
functions with a higher degree of efficiency and 
effectiveness. 


Skills approach to leadership is not just the purview 
of a few people born with traits that make them 
effective leaders. Many people have leadership 
potential, and if they can learn from their experiences, 
they can become more effective leaders (Rowe & 
Guerrero, 2016). Building a strong workforce, with 
solid leadership skills, is a requirement for any 
organization seeking to achieve its goals. Progressive 
organizations understand that the key to an effective 
team is dependent on the quality of leadership 
(Starks, 2015). 


Further, principals, as technology leaders, must 
develop and implement a vision and technology plan 
for their schools (Chang, 2016). This is supported by 
Neale and Cone (2018) in their case study who said 
that principals require necessary tools, skills, and 
beliefs to lay the groundwork for highly effective 
schools. Oftentimes, principals are only trained in the 
technical aspects of their work. This means that 
principals must also be trained to develop 
interpersonal skills and conceptual skills to effect 
culture of teachers. 


Interpersonal Skills. These refer to being able to get 
along with everyone in the workplace and interactive 
with them on a daily basis is another top ranked 
human skill. Being able to form relationships with co- 
workers creates better cohesion and team dynamics 
(Friedman, 2018). 


Also, these are human skills which involve the ability 
to work well with other people both individually and 
in group (Ahmed, 2019). These include the ability to 
work with other people, to motivate and inspire them 
and to establish teamwork and create collaborative 
effort within a team (Robbins et al., 2016). 


Conceptual Skills. These refer to the aptitude that 
people have to formulate ideas. Such skills include 
thinking creatively, formulating abstractions, 
analyzing complex situations, understanding issues 
and solving problems. Conceptual skills involve 
knowing how to and being able to formulate ideas. 
Individuals who have strong conceptual skills 
typically have excellent cognitive abilities to think 
creatively and solve problems (Christensen & Joseph, 
2016). 


Also, according to UKEssays (2015) conceptual skills 
are talents to use information to resolve industry 
troubles, recognition of opportunities for 
improvement, recognizing dilemma areas and 
executing solutions, selecting vital information from 
stack of statistics, understanding the business users of 
expertise, understanding the organization’s business 
model. Moreover, Cordone (2017) said that becoming 
familiar with conceptual skills puts one on guard 
against such aimlessness as one move through her or 
his career. Thus, managers or leaders who have 
conceptual skills have the ability to think creatively 
and understand complicated or even abstract ideas. 


Instructional Management 

Instructional management is regarded as a dynamic 
process of obtaining and organizing resources and of 
achieving objectives through other people (Hellriegel 
& Slocum, 2018). In school context, management 
consists of consulting and involving colleagues in 
decisions on the basis of their skills and experience, 
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encouraging them to make their contribution towards 
achieving a common goal. The administrator has 
certain clear responsibilities such as_ being 
accountable for resource allocation and the use of 
resources, promoting effective teaching and learning 
and encouraging the search for _ continual 
improvement (Bell, 2018). 


Salleh (2015) discussed in his finding that 
instructional management of the principals includes 
framing and communicating the school’s academic 
goals with teachers at faculty meeting, to the people 
at school and refer to the school’s goals in student 
assemblies. Glatthorn (2018), divulged that 
instructional management calls for initiative, 
creativity and innovation on the part of the leader. It 
is seen to impact teacher commitment by providing 
teachers with a learning programme that is vigorous 
and relevant with the ultimate goal of maximizing 
student learning and providing quality in terms of 
learning content. 


On one hand, the lack of an effective instructional 
management is due to lack of in-depth training of 
principals for their role as instructional leaders, lack 
of time to execute instructional activities, increased 
paper work, and the compelling pressure of 
community‘s expectation that the principals are 
expected to do (Flath, 2019). This will lessen teachers 
commitment and eventually results to disengaged 
teachers (Fullan, 2019). 


On the other hand, instructional management requires 
the principals to be familiar with all levels of 
instruction in the school. This means that irrespective 
of the different capacities of the teaching staff, the 
school leader must ensure that all of them perform to 
achieve the same goals (Weber, 2017). If not, 
teachers’ commitment to the organization especially 
in carrying out their tasks in the classroom shall be 
endangered resulting to decreased _ students’ 
performance and reduced school achievement in 
general (Blase & Blase, 2015). 


Further, the importance and impact of the different 
dimensions of instructional management in terms of 
commitment should be studied and analyzed. 


Furthermore, these could address the issues 
concerning instructional management and _ its 
relationships and influence to organizational 
commitment. 


Framing the School Goals. This helps one to focus 
our minds on achieving what the school set out to do. 
Setting goals makes the school more likely to attain 
what it desired. But there are differences in what 
motivates people to achieve goals, which has 
implications for leaders who have to use them to 


generate a behavioral response, either in clientele or 
employees (Chattopadhyay, 2015). The role of the 
principal, as the instructional leader, must 17 be 
manifested and best met the needs of all stakeholders 
in the academic process (Sergiovanni, 2017). 


This approach advocates a shared leadership in which 
school administrators, along with faculty and staff, 
participate in decision-making focused on effective 
curriculum development and instructional practices. 
Leithwood et al. (2018) found out that school 
leadership is second only to classroom instruction as 
the major factor contributing to what students learn in 
school. Additionally, Youngs et al. (2017) discussed 
in his study that principal is not present just to help 
the new teachers handle discipline and classroom 
management but to develop a strong administrative 
climate. The principal should know the academic 
content well and can really work with the new 
teachers about the curriculum content and 
instructional process. 


Communicating the School Goals. Leaders need to 
make sure that the vision is clearly communicated to 
every employee for them to have a map to get to 
organization’s destination. Employees and other 
members of the organization have to be informed and 
understood the goals clearly so that these goals will 
be owned and shared to achieve success (Stark, 
2019). 


Communicating the vision of the company is an 
opportunity to invigorate the workforce, explain the 
battle, and tell the story. It is an opportunity lost if it 
does not enroll the workforce in a call for action. 
Oftentimes, leaders communicate the vision and goals 
shortly after change goals. Most employees if not all, 
understand that plans need to be changed often 
frequently. Thus, they have to know the plans so that 
they understand and easily adapt changes brought by 
the demands of time (DiMatteo, 2018). 


On the other hand, Salleh (2015) emphasized that 
communicating the school goals surfaced as best 
practice of principals as key instructional leader. 
Principal, as an instructional leader, is a key figure in 
achieving the school excellence in terms of producing 
quality graduates who are capable of bringing change 
and contributions for the locality, for the country, and 
even for the global community. 


Maintaining cordial communication with the 
stakeholders enhances principals’ administrative 
effectiveness in the workplace. Tabir (2017) 
suggested that education managers such as the head 
teachers of schools should be provided with the basic 
monitoring competence, supervision and evaluation 
skills. 
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Supervising and Evaluating Instruction. This is 
very important for it ensures issuing of instructions, 
the supervisor makes sure that all the instructions are 
communicated to each and every teacher; facilitates 
control, control means match between actual and 
planned output; ensure optimum utilization of 
resources, when the teachers are constantly monitored 
or observed then they always use the resources in the 
best possible manner which leads to minimum 
wastage. 


Herrera (2015) in his study suggested that at the very 
least principals must ensure that teachers are aware of 
the importance of instructional resources which are 
compliance to the standards, assessments, and core 
instruction to positively impact student achievement. 
Kruger (2018) in his study concluded that as a result 
of increasing responsibilities, the principals’ 
instructional leadership task should be shared with the 
teachers. 


In addition, Padriquela (2018) said that principals 
should focus on augmenting curriculum, learning 
activities and assessment. They should work 
effectively with staff to develop a clear vision for the 
school. This is supported by Hord and Sommers 
(2018) that the principals, therefore felt they must 
influence the behavior of stakeholders in a certain 
direction that will the organization to achievement of 
the desired and shared goals. 


Coordinating the Curriculum. A_ coordinated 
curriculum promotes students’ optimal learning 
ability. It can also maximize learning opportunities by 
supporting, maintaining and improving students’ 
intellectual, physical, emotional and mental health. 
Effective integration of these components brings 
academic success of children (Yow et al., 2017). 


A coordinated curriculum is sustained by curriculum 
supervisors and principals who are responsible for 
supervising and organizing education and training 
programs within schools and community centers. 
They are also responsible for developing and 
evaluating teacher training, textbooks and software 
used in educational settings (Education-Portal, 2017). 


Similarly, supervisors should employ software like a 
structured graph visualization to facilitate various 
activities in implementing a curriculum, coordinating 
content, metacognitive competences and student- 
centered learning outcomes. This approach showed an 
improved transparency and coordination of courses 
based on a structured overview, a multi-faceted 
specification and increased sharing among teaching 
staff (Kabicher & Motschnig-Pitrik, 2019). 


Monitoring Student Progress. It is the responsibility 
of every principal that consist of walking around the 


building to see how things are going, talking to 
students, visiting classrooms, talking to faculty, or it 
may involve designing sophisticated information 
systems to check on the quality of performance, but it 
must be done if the principal is to be successful 
(Blankstein et al., 2018). 


Lapara (2017) in her findings said that principals who 
have pursued further studies for professional growth 
and competence have adequate background in 
implementing the curricula, have enough 
understanding of the pedagogy of learning, and have 
the competence to initiate activities and programs will 
lead to the implementation and realization of the 
vision and mission of the institution. Denolan (2018) 
concluded that administrators need to focus on human 
resources development. There is a need for 
continuous in-service training for administrators. 


Protecting Instructional Time. According to Ocasio 
(2018), protecting instructional time includes the 
activities and strategies of the principal to reduce the 
number of disruptive announcements throughout the 
day, schedule core subjects for early-morning hours, 
when students are fresh and ready to learn, schedule 
key classes at times when students can access extra 
support, match struggling students with teachers who 
have the expertise to help them succeed, prevent 
students from leaving the classroom for other 
activities, offer additional assistance at times that 
don’t interfere with students’ core subject class 
periods. 


Also, Cabonce (2019) stressed that administrators 
should have a clear process on load assignment which 
is part of an effective and sound instructional 
management. Effective school leadership that guides 
teaching and learning by modeling effective 
approaches, enhances positive collaborative 
relationships, and demonstrating support for teachers 
as they employ new strategies to facilitate learning in 
the classroom. Principals must instill passion in 
teachers and exhibit effective leadership to motivate 
teachers to effect students’ interest (Barret & Breyer, 
2019). 


Maintaining High Visibility. A principal’s visibility 
assures students and teachers that there is someone 
they can go to when they experience difficulty. Being 
less than visible erodes a school’s climate. Practicing 
being approachable and visible can easily be woven 
into the principal’s daily schedule (Robert, 2016). 
Taking time to talk informally with students and 
teachers, visiting classroom for teachers and tutoring 
or providing direct instruction to class are important 
gestures of ensuring good instructional management. 
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Additionally, Hall (2017) stressed that a highly 
visible principal may lose problems and intrigue 
among teachers. Thus, most teachers actually enjoy 
seeing the principal around campus, attending the 
needs of the teachers and students. Visibility breeds 
reassurance and offering a healthy dose of 
supervision order. 


Providing Incentives for Teachers. School 
administrators can help teachers analyze their 
teaching effectiveness as a means of generating 
intrinsic rewards by using the techniques of clinical 
supervision. Incentive for teachers indicates certain 
extrinsic rewards which are very important. Teachers 
in both high achieving and low achieving schools 
would be most highly motivated by a system which 
encourages the conscious application of a variety of 
intrinsic rewards. Situations which foster a sense of 
achievement and lead to increased self-confidence 
were found to be useful, especially if self-assigned 
rather than externally-assigned (Kimball, 2016). 


Further, Fryer (2017) in his paper which was 
designed to better understand the impact of teacher 
incentives on students’ achievement found no 
evidence that teacher incentives increase student 
performance, attendance, or graduation, nor found 
any evidence that the incentives change student or 
teacher behavior. 


Promoting Professional Development. Professional 
development plays a vital role to establish the 
teachers’ future. With advanced knowledge, their 
productivity would start increasing at a rapid speed. It 
will lead the teachers towards an improved and better 
teaching. The fact that they are improving themselves 
on a regular basis would make them effective and 
productive (Reddy, 2015). 


Similarly, professional faculty development connects 
faculty across disciplines and career stages. It 
promotes faculty responsibility for continuous, 
career-long growth based upon theory, research, and 
professional collaboration with colleagues. 
Professional development should not be occasionally 
done. Participation in professional development 
activities should be not be selective but should be for 
all teachers (Altany, 2017). 


Also, professional development paves the way for 
one’s promotion in the company. Usually employees 
are promoted on the basis of their seniority and skills. 
However, promotions which are triggered by 
increased productivity and efficiency happen much 
more quickly (Reddy, 2015). 


Providing Incentives for Learning. At Walter 
Bracken STEAM Academy Elementary School, 
leverage learning through consistent school-wide 


incentives is practiced. The school provides 
incentives which are a combination of rewards, total 
school commitment, and consistency from adults that 
have engaged the students and created incredible 
academic results and happy students. The power of 
consistency through guaranteeing all students the 
same incentives regardless of their classroom 
assignment for the year is incredibly recognized for it 
creates a motivating atmosphere of positive school- 
wide attitude, and ensures that students are engaged 
in their learning (Decker, 2016). 


Additionally, Decker (2016) emphasized that school- 
wide incentives provide another layer of teacher 
support that can be incorporated into classroom and 
campus management. Incentives are designed by 
teachers to provide students with clear feedback on 
appropriate classroom behavior, and a path to 
progress toward mastery of the curriculum. 


In contrary, results of evaluation conducted in Kenya 
by Kremer et al. (2017) found no evidence that 
incentives led to better performance only during the 
time frame of the program. There was no increase in 
test score gains though there was frequency of extra 
preparation sessions before tests. And in their surveys 
of students, they found no evidence that external 
rewards interfere with a student’s motivation to learn. 


Organizational Commitment 

Commitment is a sense of fidelity and adherence 
(Asares, 2017). The sense of belonging in the core of 
commitment concept causes a constitution of a kind 
of connection between organization and individual 
and makes the individuals gather around a common 
value, aim and culture. It is also defined as the 
relative capacity of an employee to attach to and be 
identified with the organization (Bogler et al., 2016). 


There are three dimensions of organizational 
commitment model as proposed by Allen and Meyer 
(2019). First, affective commitment is basically the 
employee's identification and involvement with as 
well as emotional affection to the organization. 
Second, cost associated by employees with getting 
separated from organization is the continuance 
commitment. Third, how employees feel it as their 
duty to stay with the organization is the normative 
commitment. 


Quicke (2018) divulged that organizational climate 
where change is continuous and teachers are under 
pressure posed hazards to teacher commitment to the 
organization. This will result to teachers who are 
unable to reinvent their professional practice and who 
are unable to adopt new ways of doing things. 


Further, Yilmaz (2015) made a study that focused on 
the relationship between teachers’ organizational 
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commitment and school administrators’ leadership 
skills. Findings showed that there was a moderate 
positive relationship between the _ teachers’ 
perceptions about organizational commitment and 
leadership skills of school administrators. These 
results serve as the bases in studying organizational 
commitment. The urgency to study organizational 
commitment was amplified considering that it is 
affected leadership skills. 


Furthermore, instructional management is positively 
correlated with teachers’ organizational commitment 
as revealed by Ojo and Olaniyan (2018). In this case, 
school leaders should do their best in providing 
teachers with effective leadership for student 
learning; in knowing academic content and 
pedagogical techniques; in working with teachers to 
strengthen skills; and finally in collecting, analyzing 
and using performance data in ways that fuel 
excellence. 


With the above cited arguments the importance and 
impact of the different dimensions of organizational 
commitment should be studied and analyzed. These 
dimensions are as follows: 


Commitment to School Policies. Aquino (2017) 
concluded that commitment is one of the most 
important factors influencing their work in schools. 
Teachers with high levels of commitment work 
harder, demonstrate stronger affiliation to their 
schools, and show more desire to carry out the goals 
of the organization than teachers with low levels of 
commitment. 


Douglas (2015) examined the relationship of school 
climate and teacher commitment in elementary 
schools in Alabama. The findings indicated a 
relationship between school climate and teacher 
commitment. Further, as revealed in the study, school 
climate directly affects the commitment of teachers to 
school as an organization. 


Commitment to Teaching Work. Razak et al., 
(2015), opine that teachers play an important role in 
educating the future members of a society through 
their work in schools. Influences of leadership and 
working conditions should be observed at all levels to 
develop and maintain high levels of commitment 
among teachers. 


Huang (2017) stated that the display of emotions 
depended on the gap between a person’s expected 
values generated by all aspects of the job (i.e., the job 
itself, job history, job outcomes, job-specific 
experience, job roles and workplace) and the actual 
generated values; the smaller the gap is, the greater 
the commitment is Sohail et al. (2019) posited that 
there is a positive relationship between organizational 


climate and job commitment. More motivated and 
committed employees to their teaching work perform 
well as compared to those who are not. 


Commitment to Teaching Profession. Teacher’s 
level of commitment has a positive relation with 
success in teaching and the commitment of teachers 
with teaching profession is significantly correlated 
with teaching success (Sharma, 2018). On one hand, 
commitment can be achieved when a person performs 
what he/she likes to do in a particular organization 
(Abiodun, 2017). 


On the other hand, Siburian (2018) suggested that 
teachers behave in a professional manner in carrying 
out the task of educating, teaching, guiding, directing, 
train, assess, and evaluate the process and outcomes 
of learning; teachers guide students to understand, 
appreciate, and practice the rights and obligations as 
an individual, school community, and members of the 
community; teachers recognize that every student has 
individual characteristics and each entitled to service 
learning; and teachers collect information about 
learners and use it for the benefit of educational 
process. These varieties of teacher’s role in his/her 
profession affect directly his/her commitment to the 
organization. 


Commitment to Work Group. A study by Smith 
(2018) surveyed that teacher commitment is related to 
school climate. If an employee is able to believe and 
accept the organizational goals and_ values, 
consequently, he/she feels a strong will to stay as a 
member of the organization for a longer period of 
time producing more creative and progressive ideas 
for the good of the organization (Saal & Knight, 
2016). 


Jernigan and Beggs (2015) found out that 
organizational formality, tasks characterized as 
intrinsically satisfying, and tasks providing direct 
feedback to employees were all associated with 
increased organizational commitment. Conversely, 
tasks characterized as unambiguous, routine, and 
methodologically invariant, and also the presence of 
close-knit, cohesive work groups were all associated 
with decreased commitment to the organization. 


In addition, increased commitment to work group 
escalates employee’s performance and the desire to 
contribute in attaining the organizational goals 
(Mangkunegara & Octorend, 2015). Brubraker (2019) 
expounded that an employee who is committed with 
the work group focuses on achieving the goals and 
purpose of the group over and above his/her 
individual objectives. 


As the study probed into the variables and variable- 
indicators of organizational commitment, all these 
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varied studies and literatures discussed in this chapter 
were reviewed. These were made as bases in the 
formation of hypothesized models which aim to deal 
with the research problems and objectives. 


Organizational 
Commitment 
The climate of an organization refers to those aspects 
of the environment that are consciously perceived by 
organizational members (Armstrong, 2016). 
According to Mullins (2016), there is a significant 
relationship between organizational climate and 
commitment of employees. However, Reichers 
(2017) negated that a healthy organizational climate 
does not guarantee an improved organizational 
commitment. 


Climate and Organizational 


Further, organizational climate was found to be 
statistically significant in determining — the 
organizational commitment of the employees. Study 
reveals that if the organizational climate scores of the 
employees are high, organizational commitment 
scores of the employees are high at the same time 
(Berberoglu, 2018). 


Furthermore, a study conducted by Ghasemi and 
Keshavarzi (2018) revealed that a_ suitable 
organizational climate leads to innovation and 
inspiration in the organization and has a positive role 
in organizational commitment. Hence, efforts to 
improve the organizational climate could be a 
valuable strategy for improving organizational 
commitment (Bahrami et al., 2015) 


Moreover, organizational climate affects 
organizational performance by influencing employee 
motivation. In most jobs, there is a gulf between what 
employees need do to “get by” and what they can do 
if they perform at their fullest potential. A positive 
organizational climate is said to be the catalyst that 
will encourage this discretionary effort and 
commitment. 


Leadership Skills and 
Commitment 

An examination of organizational commitment and its 
relationship with leadership skills provide leaders 
with information that could be used to better manage 
employee performance and overall achievement of 
organizational goals (Yahaya & Ebrahim, 2016). A 
research conducted by Yahaya and Ebrahim (2016) 
suggested that an employee’s level of organizational 
commitment is dependent on the skills of their 
leaders. This is supported by the study conducted by 
Bayir et al. (2015) that leadership has a medium-level 
positive effect on organizational commitment. 


Organizational 


Further, a research conducted by Keskes (2015) 
suggested that leadership skill is a determinant of the 


level of employee organizational commitment, but 
little evidence exist to explain precisely how skills 
impact commitment. While several researchers found 
a positive correlation between leadership skills and 
organizational commitment, others found no 
relationship (Awan & Mahmood, 2015; Dale & Fox, 
2018). 


As institution environments constantly change, 
effective leaders play a critical role in the local 
strategies needed for organizational performance and 
must possess the leadership skill needed for the 
context of their organization (Mauri, 2017). And, 
understanding of how, and if leadership skill impacts 
organizational commitment aids in identifying 
effective contextual leadership behavior and action. 


Instructional Management and Organizational 
Commitment 

One of the most important factors affecting 
organizational commitment of the teacher, the 
principal, as an effective instructional leader, should 
work hard to increase the organizational commitment 
of the personnel for the school to achieve its goals 
Serin (2016). As revealed by the research conducted 
by Yiice, (2015) and teachers with higher 
organizational commitments are more sacrificing and 
successful in their works and thus, share very 
important duties and _ responsibilities for the 
construction of effective schools. 


According to Gumuseli (2016), teacher should 
develop professionally and personally to keep up with 
rapid information growth and constantly changing 
technologies and Sigman (2017) maintain that the 
school principal should follow the developments in 
education and learning and share this information 
with teachers, continuously make teachers informed 
about changes and developments, prepare the 
environment necessary to improve the efficiency of 
teachers and provide opportunities for teacher 
improvement. 


In addition, Ozdemir and Sezgin (2015) divulged that 
behaviors such as appreciating teachers, encouraging 
them to take risk, treat them with sympathy and 
empathy, promote behavior of cooperation among 
teachers and make teachers feel that the principal is 
supportive to their efforts should be demonstrated by 
the school principal. 


In school organizations, teachers who can directly 
interact with students and can create behavioral 
changes on the part of students are the corner stones 
of teaching-learning process. A teacher who is 
committed to his/her school and profession is 
expected to be willing and active for the school 
organization to accomplish its goals. It is clear that 
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the level of teacher commitment is affected from the 
behaviors of principals. Thus, it is believed that there 
is arelationship between the teachers’ organizational 
commitment and instructional management behaviors 
exhibited by school principals (Sarikaya & Erdogan, 
2016). 


Issues on Organizational Commitment 

The relationship between the organization and its 
employees is a central to studies regarding 
organizational commitment (Swailes, 2017). In one 
study, organizational commitment was defined as the 
strength of an individual's identification with and 
involvement in a particular organization (Porter, 
2019). To date, many different definitions for this 
concept have been suggested (Fields, 2017), and the 
reason for this is that it has a multi-dimensional 
structure that includes the attitude and behavioral 
components of commitment to work (Meyer et al., 
2015). 


Organizational commitment is an employee’s 
identification with the organization (Porter & Lawler, 
2015). According to this definition, it consists of three 
components: first, having absolute belief in the 
objectives and values of the organization, second, 
making all efforts necessary for the benefit of the 
organization and third having a strong desire to 
continue with that organization. It is also emphasized 
that it is a process. 


Similarly, Luthans (2017) stated that organizational 
commitment is the process by which the members of 
the organization feel that they have a share in the 
well-being and success of the organization. Sloan et 
al. (2017) further defined organizational commitment 
as a multi-dimensional concept that describes an 
employee’s attachment to an organization. 


As a_ psychological construct, organizational 
commitment is measured by an employee’s desire, 
need, and obligation to stay with an organization 
(Smothers & Lawton, 2017). Employees who are 
committed to their organizations are proud to be 
members, support the organization’s goals and values, 
and are higher performers (Leow, 2017). 


In a traditional employee-employer relationship there 
is a single organization to which an employee can 
commit (Gallagher & Sverke, 2015). In contrast, 
organizational commitment in employee-employer- 
client relationships, as found in_ contracting 
arrangements, is a complex multidimensional 
construct (Gallagher & Sverke, 2015). 


According to Coffman and Gonzalez (2015), 
employee with high commitment is fully involved 
and enthusiasm for their job. This statement is in line 
with the definition proposed by Harrmon, et al. 


(2016), commitment serves as an employee’s 
involvement which comes with enthusiasm. 


As proposed by Temaluru (2015), employee with a 
strong commitment will be more motivated and more 
satisfied with their job and commonly less interested 
in leaving their organization. Steers et al. (2016) state 
that employee commitment is the relative strength of 
one's involvement in an organization, indicated by a 
strong belief in the goals and values of the 
organization, willingness to make certain efforts for 
the organization as well as a strong desire to continue 
to be organization’s member. 


Further, Coffman and Gonzalez (2015) state that 
individual who is committed to an organization has 
positive feelings toward the organization, shows the 
desire to stay in the organization, and has trust and a 
strong perception of the values and goals of the 
organization, and is the will to working at their best 
for the organization. The ability to provide a strong 
commitment to the school could be attributed to the 
ability of the school leaders to move teachers in the 
front line and his/her ability to effectively implement 
quality education (Tolentino, 2013). However, studies 
show that there is a declining trend on the 
commitment of employees to organization despite of 
the motivation facilities (Sugiono, 2015). 


Furthermore, the complexities of education’s social 
responsibilities, the escalation of public criticisms to 
teachers and schools and the connected decrease in 
respect for the teaching profession jeopardized 
teacher commitment to the — organization. 
Consequently, this phenomenon teachers efficacy and 
commitment level (Yong, 2019). Although research 
shows that an adequate number of teachers remain to 
be committed with the organization, the demanding 
work arrangements and the scarcity of career 
development opportunities continue to pose 
challenges in sustaining such commitment 
(Jurkiewicz, 2020). 


Reyes (2019) also found that organizational support, 
as expressed through administrators, had significant 
effect upon the organizational commitment of 
teachers. In this case, school leaders should foster a 
favorable working condition for teachers and create a 
school culture that helps in creating a context of 
teacher attitudes that will be supportive of school 
restructuring initiatives. 


Moreover, teachers will be committed to an 
organization when led by principals who provide 
structure, resources, consideration, useful influence, 
and professional support in an evenhanded, non- 
controlling manner (Tarter et al.). Further, the support 
of the principal, both resource and social, is a critical 
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ingredient of the structure of teacher commitment in 
the school (Newmann et al., 2019) . 


Also, teacher commitment to the organization may be 
positively influenced by social relationships and 
interactions. These are seen to be beneficial in 
increasing teachers’ attachment to the organization. If 
teachers have a large number of network ties it 
benefits their organizational commitment (Reyes, 
2019). With this, school leaders should be able to 
develop a relationship of shared goals and objectives 
among its employees (Brookhart & Loadman, 2019). 


The leadership skills presented in this section 
discusses about administrative skills, interpersonal 
skills, and conceptual skills of the principals. The 
ability of the principal to carry his/her task and 
functions strategically was also discussed. While, the 
instructional management variable includes how the 
principal frame and communicate goals, coordinate 
the curriculum, supervise and evaluate instruction, 
protect instruction time which involves maximization 
of the time allotted for instruction and minimizing 
interruption of classes, promote professional 
development, maintain high visibility and provide 
incentives for teachers and learning. 


In addition, the organizational climate talks about 
organizations’ supportive behavior, directive 
behavior, restrictive behavior, collegial behavior, 
intimate behavior, and disengaged behavior and how 
these behaviors relate to organizational commitment. 
Lastly, the discussion of organizational commitment 
involves commitment to school, to teaching work, to 
teaching profession and to work group and how these 
variable-indicators relate to organizational climate, 
leadership skills and instructional management. 


In summary, the readings, literatures and studies 
discussed in the preceding sections provided 
evidence-based explanations and justifications to the 
findings and results of the study. The preceding 
sections also provided a clear view on _ the 
relationships of organizational climate, leadership 
skills, instructional management towards 
organizational commitment. Further, this research has 
desired to address the problem in the literature by 
studying the relationships of the variables. 


Theoretical Framework 

This study was anchored on the Leader-Member 
Exchange (LMX) theory (1975). This theory was 
developed by Dansereau et al. (1975) which was also 
used in the study of Mugizi et al. (2015). 


The Leader-Member Exchange (LMX) theory 
describes the dyadic process by which roles and 
expectations are developed for a leader with each 
subordinate. The theory explains that approaching 


leadership as an exchange relationship which 
develops within the vertical dyad over time during 
role making activities leads to high exchange 
relationships. Accordingly, in the relationship, the 
degree of latitude a superior granted to a member to 
negotiate his/ her role is predictive of subsequent 
behaviour on the part of both superior and member. 
Further, the theory expounds that superiors employ 
both leadership and supervision techniques within 
their units. With a select subset of their members, 
superiors develop leadership exchanges (influence 
without authority), and with others, superiors develop 
only supervision relationships (influence based 
primarily upon authority). 


Yukl et al. (2019) indicate that the Leader-Member 
Exchange (LMX) propounds that high-exchange 
relationships characterize high-level of trust, liking, 
and respect (employer-employee relationships) and 
involves expectations of mutual exchange. The leader 
provides outcomes desired by subordinates, such as 
interesting tasks, additional responsibilities, and 
larger rewards and the subordinates reciprocate with 
commitment to work and loyalty to the leader who 
leads the organization. In some other aspects of the 
exchange relationships, subordinates only perform the 
formal requirements of their jobs, and the leader does 
not provide extra benefits. Moreover, exchange 
relationships develop gradually over time and 
reinforced by the behavior of the leader and the 
subordinates. Overall, LMX_ proposes _ that 
organizational characteristics (organizational climate, 
leadership skills, and instructional management) 
relate to employee commitment in the organization. 


De Cremer and Ruiter (2010) propose that 
organizational characteristics defined by the existing 
organizational climate and leadership skills are 
crucial determinants of organizational commitment. A 
favorable organizational climate influences leadership 
skill and both impact organizational commitment 
(Wexley & Yukl, 2013). 


Furthermore, Cabigao (2019) proposes _ that 
instructional management competence has a 
significant relationship with teachers’ commitment. 
Higher instructional management competence yields 
an enhanced teachers’ organizational commitment. 


Moreover, employees' commitment is affected by the 
amount of input from a relationship compared to the 
output to produce an input: output ratio. They become 
inspired if they feel as though their inputs are greater 
than the outputs. Inputs are defined as an individual's 
contributions to the relational exchange. On the other 
hand, the output is defined as the positive and 
negative consequences that an individual perceives a 
participant has incurred as a consequence of his/her 
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relationship with another. In this study, the inputs are 
organizational climate of schools, leadership skills 
and instructional management of principals and the 
output is the organizational commitment of teachers. 


Lastly, quality education cannot be achieved without 


teachers. Schools, as an organization, should work on 
how to raise the level of commitment of teachers to 
the organization because of the belief that the 
challenge to achieve organizational goals can be 
overcome by higher employee commitment (Uygur & 


the efforts of dedicated and highly committed fee 2019) 


Conceptual Framework 

Figure | displays the conceptual framework of the study. This figure intends to establish the relationship of the 
variables under study. The exogenous variables are organizational climate, leadership skills, and instructional 
management while the endogenous variable is organizational commitment. 


Organizational Commitment 


Commitment to School Policies 
Commitment to Teaching Work 
Commitment to Teaching Profession 
Commitment to Work Group. 


Leadership Skills Organizational Climate 


Administrative Skill 
Interpersonal Skill 
Conceptual Skill 


Supportive Behavior 
Directive Behavior 
Restrictive Behavior 
Collegial Behavior 
Intimate Behavior 
Disengaged Behavior 


Instructional Management 


Framing the Schoo! Goals 
Communicating the School Goals 
Supervising and Evaluating Instruction 
Coordinating the Curriculum 
Monitoring Student Progress 
Protecting Instructional Time 
Maintaining High Visibility 

Providing Incentives for the Teachers 
Promoting Professional Develop 
Providing Incentives for Learning 


Figure 1. Conceptual Framework of the Study 


Three boxes are enclosing the exogenous variables. The first box is the organizational climate which is defined 
as the perceived attributes and characteristics of an organization in terms of supportive behavior, directive 
behavior, restrictive behavior, collegial behavior, intimate behavior, and disengaged behavior. The second box is 
leadership skills which is defined as the sets of competencies a school leader possesses in terms of administrative 
skill, interpersonal skill, and conceptual skill. The third box is instructional management which is defined as the 
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school leader’s dynamic process in obtaining and organizing resources towards the achievement of the school 
goals in terms of framing the school goals, communicating the school goals, supervising and evaluating 
instruction, coordinating the curriculum, monitoring student progress, protecting instructional time, maintaining 
high visibility, providing incentives for the teachers, promoting professional development, and providing 
incentives for learning. While, the last box is the organizational commitment, an endogenous variable, which is 
defined as teachers’ adherence and sense of belonging to the school as an organization in terms of commitment 
to school policies, commitment to teaching work, commitment to the teaching profession, and commitment to 
the workgroup. 


Further, the exogenous variables of the study are assumed to have relationships with each other and each 
exogenous variable is assumed to influence the endogenous variable. Appropriate statistical tools were used to 
analyze the relationships of the exogenous variables and their influence on the endogenous variable. 


Schneider and Bartlett (2016) and Castro (2015) viewed organizational climate as perceptual as well as an 
individual attribute. The climate in this approach is viewed as a summary or global perception held by 
individuals about their organizational environment. As a perceptual attribute, organizational climate is viewed as 
a set of properties of the work environment, perceived directly or indirectly by the employees, thus is assumed to 
be a major force in influencing employee behavior. 


Furthermore, according to Northouse (2010), leadership skills are administrative skills or technical skills, 
interpersonal skills or human skills and conceptual skills. At the core of leadership lies the premise that 
administrators chart the course and provide direction to the mission. The successful principal shares those 
expectations with staff, parents, and students. 


Moreover, instructional management is a system and procedures done by instructional managers to ensure 
learners’ learning. Effective instructional management processes come in many guises, but all share four 
essential components; a set of educational goals toward which progress can be measured, a means of assessing 
students' instructional needs and determining placement and grouping, an organizational structure and 
instructional delivery process capable of providing alternatives and flexible uses of resources, and a method for 
monitoring progress toward goals (Zakariya & Stellar, 2016). 


Lastly, the endogenous variable of the study is organizational commitment. Nijhof et al. (2016) defined 
organizational commitment as accepting the values of the organization and showing a willingness to stay there. 
Schlechty (2018) reported that the level of teachers' commitment is considered to be a key factor in the success 
of any educational undertaking as it heavily influences teachers’ willingness to engage in cooperative and critical 
practice. To sustain energy and enthusiasm for the work, teachers need to maintain their personal commitment to 
the job. 


Subsequently, the study proposed five hypothesized models to describe the relationships between variables of 
the study. The endogenous variable is organizational commitment and the exogenous variables are 
organizational climate, leadership skills and instructional management. 


Moreover, these hypothesized models were used as bases in deriving the best fit model of organizational 
commitment of Diocese school teachers in Region XIII. Concepts from the researches and studies and theories 
as well, are considered in the formulation. Every single indicator of each variable is reflected, considering that 
each indicator will have an influence to organizational commitment. 


In each hypothesized model; ellipse, box, single-headed straight arrow and double-headed curved arrow are used 
sparingly. An ellipse represents an unobserved or latent variable. A box represents an observed or manifest 
variable (the indicator). A single-headed straight arrow represents the influence (cause) of one variable on 
another. A double-headed curved arrow represents a covariance or correlation between two variables. 


Figure 2 displays the hypothesized model no. 1 which shows the possible influence of organizational climate, 
leadership skills and instructional management towards organizational commitment without influencing each 
other. It is anchored on Neoclassical Organization Theory (Barnard, 1930) which states that improvements in an 
organization led to consideration of the work environment. Further, the organization's performance purely 
depends on the workers and gets affected by human causes. The theory also emphasizes individual or group 
behavior and human relations in determining productivity. Then, productivity improves in an environment with 
the coherence of values and purpose. Thus, it is assumed that an improved organizational commitment is seen as 
a unified product of favorable organizational climate, effective leadership skills, and purpose-driven 
instructional management. 
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Figure 3 displays the hypothesized model no.2 which shows the possible relationships among organizational 
climate, leadership skills, and instructional management and their possible influence on organizational 
commitment. It is anchored on Bandura's Social Cognitive Theory which posited that behavioral change is 
determined by personal (whether the individual has high or low self-efficacy toward the behavior), 
environmental (aspects of the environment or setting that influence the individual's ability to successfully 
complete a behavior), and behavioral elements (the response an individual receives after they perform a 
behavior). Thus, it is assumed that the change in organizational commitment is determined by the 
interrelationships among organizational climate, leadership skills and instructional management. 


Figure 4 displays the hypothesized model no.3 which shows the possible relationships of leadership skills and 
instructional management and their possible influence on organizational commitment. It is anchored on Adam’s 
Equity Theory which shows how a person views fairness regarding social relationships. The theory is built on 
the belief that employees become de-motivated, both with their job and their employer, if they feel as though 
their inputs are greater than the outputs. It calls for a fair balance to be struck between inputs (leadership skills 
and instructional management) and output (organizational commitment). Moreover, the output (organizational 
commitment) received seems fair with the inputs (leadership skills and instructional management) that the 
employees provide. Further, it is assumed that the organizational commitment of teachers is a consequence of 
leadership skills and instructional management of principals. 


Figure 5 displays the hypothesized model no.4 which shows the possible relationships of organizational climate 
and leadership skills and their possible influence on organizational commitment. It is anchored on Dawis and 
Lofquist's Theory of Work Adjustment (TWA) which describes how a worker achieves and maintains 
correspondence with the work environment. This theory as the basis of hypothetical model no.4 conceptualizes 
organizational commitment as an interaction between an individual and his work environment. Organizational 
climate and leadership skills are further assumed as the reinforcers in attaining a high level of organizational 
commitment. 


Finally, figure 6 displays the hypothesized model no.5 which shows the possible influence of organizational 
climate and instructional management on organizational commitment. It is anchored on Skills Theory which 
states that learned knowledge and acquired skills or abilities are significant factors in the practice of effective 
leadership. A strong belief in skills theory often demands that considerable effort and resources be devoted to 
leadership training and development. The theory focuses on skills rather than behavior by focusing on what they 
can do instead of who they are. It evaluates the success of a leader based on what they can accomplish. Further, 
it is assumed that organizational climate and instructional management are keys to satisfying organizational 
commitment. 
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Figure 2. Hypothesized Model 1. Direct Relationship of Organizational Climate, Leadership Skills, 
Instructional Management towards Organizational Commitment 
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Legend: 

Org Cli = Organizational Climate Ins_Mgt = _ Instructional Management 

SB = Supportive Behavior FSG = Framing the School Goals 

DB = Directive Behavior CSG = Communicating the School Goals 

RB = Restrictive Behavior SEI = Supervising and Evaluating Instruction 

CB = Collegial Behavior CTC = Coordinating the Curriculum 

IB = Intimate Behavior MSP = Monitoring Student Progress 

DI = Disengaged Behavior PIT = Protecting Instructional Time 
MHV = Maintaining High Visibility 
PIN = Providing Incentives for the Teachers 
PPD = Promoting Professional Development 
PIL = Providing Incentives for Learning 

Lead_Skills = Leadership Skills Org _ Com = Organizational Commitment 

AS = Administrative Skill SC = Commitment to School Policies 

IS = Interpersonal Skill TW = Commitment to Teaching work 

CS = Conceptual Skill TP = Commitment to Teaching Profession 
WG = Commitment to Work Group 
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Figure 3. Hypothesized Model 2. Interrelationship of Organizational Climate and Instructional 
Management, Instructional Management and Leadership Skills, Leadership Skills and Organizational 
Climate and their Relationships towards Organizational Commitment 


Legend: 
Org Cli = Organizational Climate Ins_Mgt = _ Instructional Management 
SB = Supportive Behavior FSG = Framing the School Goals 
DB = Directive Behavior CSG = Communicating the School Goals 
RB = Restrictive Behavior SEI = Supervising and Evaluating Instruction 
CB = Collegial Behavior CTC = Coordinating the Curriculum 
IB = Intimate Behavior MSP = Monitoring Student Progress 
DI = Disengaged Behavior PIT = Protecting Instructional Time 


MHV = Maintaining High Visibility 

PIN = Providing Incentives for the Teachers 
PPD = Promoting Professional Development 
PIL = Providing Incentives for Learning 
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Lead_Skills = Leadership Skills Org Com = Organizational Commitment 

AS = Administrative Skill SC = Commitment to School Policies 

IS = Interpersonal Skill TW = Commitment to Teaching work 

CS = Conceptual Skill TP = Commitment to Teaching Profession 
WG = Commitment to Work Group 
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Figure 4. Hypothesized Model 3. Interrelationship of Leadership Skills and Instructional 
Management and their Relationship towards Organizational Commitment 


Legend: 
Lead_Skills = Leadership Skills Ins_Mgt = _ Instructional Management 
AS = Administrative Skill FSG = Framing the School Goals 
IS = Interpersonal Skill CSG = Communicating the School Goals 
CS = Conceptual Skill SEI Supervising and Evaluating Instruction 


CTC Coordinating the Curriculum 
MSP = Monitoring Student Progress 
PIT = Protecting Instructional Time 
MHV Maintaining High Visibility 


PIN = Providing Incentives for the Teachers 


PPD = Promoting Professional Development 
PIL = Providing Incentives for Learning 
Org_Com = Organizational Commitment 

SC = Commitment to School Policies 

TW = Commitment to Teaching work 

TP = Commitment to Teaching Profession 
WG = Commitment to Work Group 


se) Oe] Re) ee) Oe) 
1 

x | fe 

AS. 


Figure 5. Hypothesized Model 4. Interrelationship of Organizational climate and Leadership Skills 
and their Relationship towards Organizational Commitment 
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Figure 6. Hypothesized Model 5. Direct Relationship of Organizational Climate and Instructional 


Legend: 
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Management towards Organizational Commitment 


Organizational Climate Ins_Mgt = _ Instructional Management 
Supportive Behavior FSG = Framing the School Goals 
Directive Behavior CSG = Communicating the School Goals 


Supervising and Evaluating Instruction 
Coordinating the Curriculum 
Monitoring Student Progress 
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Org _ Com = Organizational Commitment 

SC = Commitment to School Policies 

TW = Commitment to Teaching work 

TP = Commitment to Teaching Profession 
WG = Commitment to Work Group 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 Page 281 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


2. METHODOLOGY 

This section presents the research methods and procedures which are employed in this study. This chapter 
comprises mainly the quantitative research phase in which the processes employed to answer the problems of the 
study are described comprehensively. 


Research Design 

This quantitative study used a descriptive correlational research design to attain its objectives. Quantitative 
research methods emphasize objective measurements and the statistical, mathematical, or numerical analysis of 
data collected through questionnaires, and surveys (Babbie, 2015). In this study, the quantitative approach was 
used to determine the relationship between the exogenous variables which are the organizational climate, 
leadership skills and instructional management and the endogenous variable which is the organizational 
commitment within a population. Generally, survey questionnaires were used for data collection. 


Descriptive correlational research design, on one hand, is used to explore co-varying relationships between two 
or more variables, which means if one variable changes so does the other variable(s). It is also used to identify 
variables that relate to each other, to make predictions of one variable from another variable and to examine 
possible cause and effect relationships between one variable and another (Picciano, 2015). 


On the other hand, descriptive research describes the characteristics of the population or phenomenon studied 
(McCombes, 2019). In this study, this methodology was used to describe the levels of organizational climate, 
leadership skills and instructional management of principals, and the organizational commitment of teachers. 


Correlational research is used to establish a relationship between variables (Babbie, 2015). In this study, the 
relationships of the variables were observed along with how these variables were interrelated with each other. 
Likewise, it was used to determine the significant influence and relationships of the variables of this study. 


Further, to generate the best fit model for organizational commitment of teachers, Structural Equation Modeling 
(SEM) was used. It is a series of statistical methods that allow complex relationships between one or more 
independent variables and one or more dependent variables (Wheaton et al., 2015). It is a multivariate statistical 
analysis technique that is used to analyze structural relationships. This technique is the combination of factor 
analysis and multiple regression analysis, and it is used to analyze the structural relationship between measured 
variables and latent constructs. This method was used by the researcher because it estimates the multiple and 
interrelated dependence in a single analysis. In this analysis, two types of variables are used; endogenous 
variables and exogenous variables. Endogenous variables are equivalent to dependent variables (organizational 
commitment) and exogenous variables are equal to the independent variables (organizational climate, leadership 
skills and instructional management). 


Furthermore, SEM was used as a tool to analyze the complex relationships among variables of the study as it 
allows the researcher to diagnose which observed variables are good indicators of the latent variables (Brown & 
Cudeck, 2019; Loehlin, 2017). Also, it was used to show the causal relationships between the variables of the 
study. 


Research Locale 

The study was conducted among the private basic education schools comprising the Diocese of Butuan 
Educational System (DBES) in Region XIII. These schools are members of the Agusan Catholic Education 
Association (ACEA), an association of Catholic schools and colleges under or run by the Roman Catholic 
Diocese of Butuan which offer quality and accessible basic education. In this time of the pandemic due to 
COVID-19, these schools opted to use modular and online distance learning in their entire process of teaching 
and learning. The Roman Catholic Diocese of Butuan-Lat: Diosecesis Butuanensis- is a diocese of the Latin Rite 
of the Roman Catholic Church in the Philippines. Built in 1967, the diocese is a suffragan of Archdiocese of 
Cagayan de Oro. Currently, the Diocesan School Board is the bishop of the Diocese of Butuan and the Director 
of ACEA. 


Region XIII or Caraga Administrative Region or simply known as Caraga Region is an administrative region in 
the Philippines occupying the northeastern section of the island of Mindanao. Region XIII was created through 
Republic Act No. 7901 on February 23, 1995. The region comprises five provinces, namely: Agusan del Norte, 
Agusan del Sur, Dinagat Islands, Surigao del Norte, and Surigao del Sur; six cities, namely: Bayugan, Bislig, 
Butuan, Cabadbaran, Surigao, and Tandag; 70 municipalities and 1,310 barangays. Butuan is the regional 
administrative center and a highly urbanized city. 
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Caraga Region, situated in the northeast section of Mindanao, is between 8 00' to 10 30'N. latitude and 125 15' 
to 126 30'E. longitude. It is bounded on the north by the Bohol Sea; on the south by the provinces of Davao del 
Norte, Compostela Valley, and Davao Oriental of Region XI; on the west by Bukidnon and Misamis Oriental of 
Region X; and on the east by the Philippine Sea of the Pacific Ocean. 


The region is characterized by mountainous areas, flat and rolling lands. Mountain ranges divide Agusan and 
Surigao provinces and sub-ranges separate most of the lowlands along the Pacific coast. The most productive 
agricultural area of the region lies along the Agusan River Basin. 


The researcher preferred to do the investigation in this region because he is presently connected to one of the 
private basic education schools comprising the DBES in Region XIII. As part of this community, the researcher 
desired to provide a structural equation model on the organizational commitment of teachers to better understand 
its factors and indicators. In this manner, the researcher will be able to offer a research-based model in 
improving teachers' commitment to the organization he belongs and to the community of schools comprising the 
DBES in Region XIII. 
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Figure 7. Maps of the Philippines and Region XIII 
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Research Respondents 

The respondents of the study were the basic education teachers from the private basic education schools 
comprising the DBES in Region XIII. The data on the number of teachers from each school were taken from the 
School's official list of employees duly certified by the school director. The respondents were chosen regardless 
of their appointment as a probationary, substitute, or permanent, provided however that they have served the 
school for at least one year, designation whether as subject teacher, subject/area coordinator, or grade level 
coordinator, and educational attainment whether BS, MS/MA or EdD/PhD). 


The study only limits its respondents to basic education teachers to observe homogeneity. This was done since 
most of the schools comprising the DBES in Region XIII are basic education learning institutions. There were 
310 basic education teachers who responded to the study which according to Hoelter (2016) have met the critical 
sample size which will provide sufficient statistical power for data analysis 


In reference to the sample size, an estimated non-response rate of 30 percent was considered. This rate was taken 
into account as higher response rates guarantee survey results with greater accuracy (Rea & Parker, 2018; Aday, 
2016; Babbie, 2015). Specifically, a 70 percent response rate is believed to be reasonable in a survey of the 
general population that aims to describe knowledge or behaviors (Gordon, 2018). 


On one hand, a universal sampling technique was used in determining the school. All basic education schools 
comprising DBES in Region XIII were chosen to participate in the study. On the other hand, purposive sampling 
was used in choosing the teacher-respondents. Teachers who are handling administrative positions without 
teaching loads and whose teaching experience in the institution is less than a year were excluded, hence, only 
those teachers handling classroom instructions were considered as respondents. 


Research Instruments 

In this study, four survey questionnaires, which consist of items designed mainly to answer the problems and 
describe the relationships of the variables, were used. The researcher made sure that no single indicator was 
removed from the downloaded copies knowing that this could affect the inclusiveness and the correctness of the 
results of the study. The authors and the internet sources were also cited properly. 


The validity and reliability of the questionnaires were considered. First, the questionnaires underwent validation 
from the pool of expert. Then, qquestions were modified to observe linearity and parallelism following the 
suggestions and recommendations of the pool of validators. The comments and suggestions of the validators 
were incorporated into the final draft. Then, a pilot test was conducted among the 37 randomly selected teachers 
of Father Saturnino Urios College of Trento, Inc. (FSUCTI. These respondents were excluded during the actual 
survey. Further, Cronbach's alpha was used to determine the internal consistency or average correlation of items 
of the survey instruments. The higher the score, the more reliable the generated scale is. Nunnaly (2013) has 
indicated 0.7 as the cutoff value for an acceptable reliability coefficient, hence, the four questionnaires 
established acceptable Cronbach's alpha coefficients. 


The first survey questionnaire to assess the variable, organizational climate, was adopted from Hoy (1972) which 
was also used in the study conducted by Duff (2013) entitled "Differences in Assessments of Organizational 
School Climate between Teachers and Administrators". The survey questionnaire consisted of 42 items with six 
indicators, namely; supportive behavior, directive behavior, restrictive behavior, collegial behavior, intimate 
behavior, and disengaged behavior. It used a 5-point Likert scale. One (1) is the lowest which means “strongly 
disagree” and five (5) is the highest which means “strongly agree”. The overall Cronbach’s coefficient alpha of 
the questionnaire is 0.898 which means that its internal consistency is good and the items are highly correlated 
(Salkind, 2015) and highly reliable (Konting, 2015). The scores were interpreted using the following parameter 


limits: 
Mean Range Description Interpretation 


4.20—5.00 | Very High | The school’s organizational climate is always manifested. 


3.40—4.19 | High The school’s organizational climate is oftentimes manifested. 
2.60—3.39 | Moderate __| The school’s organizational climate is sometimes manifested. 
1.80 — 2.59 Low The school’s organizational climate is rarely manifested. 


1.00—1.79 | Very Low _ | The school’s organizational climate is never manifested. 


The second survey questionnaire used to measure the leadership skills was adopted from Northouse (2010). The 
purpose of this questionnaire is to identify one's leadership skills and to provide a profile of one's leadership 
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skills showing his/her strengths and weaknesses. This instrument is designed to measure three broad types of 
leadership skills which are administrative, interpersonal, and conceptual. In answering the questionnaire, the 
respondents were asked to respond to the 18 items. There were 6 items for each factor. For each item, five 
choices were ranging from “strongly disagree” to “strongly agree”. The overall Cronbach’s coefficient alpha of 
the questionnaire is 0.925 which means that its internal consistency is excellent and the items are highly 
correlated (Salkind, 2015) and highly reliable (Konting, 2015). Scores were interpreted using a 5-point scale and 
interpreted using the parameter limits as follows: 


4.20 — 5.00 Very High | The leadership skills are always evident. 
3.40 —4.19 High The leadership skills are oftentimes evident. 
2.60 — 3.39 Moderate The leadership skills are sometimes evident. 
1.80 — 2.59 Low The leadership skills are rarely evident. 

1.00 — 1.79 Very Low _ | The leadership skillsare never evident. 


The third questionnaire, the instructional management survey questionnaire, was adopted from Hallinger (1980). 
This questionnaire is designed to provide a profile of the principal's instructional management. It consisted of 50 
behavioral statements that describe principal job practices and behaviors. There were 10 indicators and each 
indicator comprises 5 items, hence, a total of 50 questions about the job behavior and practices of a principal. 
The indicators of this questionnaire were: frame the school goals, communicate the school goals, supervise and 
evaluate instruction, coordinate the curriculum, monitor student progress, protect instructional time, maintain 
high visibility, provide incentives for teachers, promote professional development and provide incentives for 
learning. The respondents responded to every item in a 5-point Likert scale ranging from “strongly disagree” to 
“strongly agree”. The overall Cronbach’s coefficient alpha of the questionnaire is 0.937 which means that its 
internal consistency is excellent and the items are highly correlated (Salkind, 2015) and highly reliable (Konting, 
2015). The following parameter limits were used to interpret the scores. 


Mean Range _ Description Interpretation 


4.20 — 5.00 Very High | The instructional management is always demonstrated. 
3.40 — 4.19 High The instructional management is oftentimes demonstrated. 
2.60 — 3.39 Moderate The instructional management is sometimes demonstrated. 
1.80 — 2.59 Low The instructional management is rarely demonstrated. 

1.00 — 1.79 Very Low The instructional management is never demonstrated. 


The fourth questionnaire, the organizational commitment survey questionnaire, was adopted from Celep, et al. 
(2000) which was also used in the study of Tok (2012) entitled “Teachers’ Job Satisfaction and Organizational 
Commitment in Turkey”. It is composed of 24 items designed purposely to determine the possible feelings an 
individual might have about the school or organization for which they work. It has four indicators, namely; 
commitment to school policies, commitment to teaching work, commitment to teaching profession and 
commitment to workgroup. It used a 5-point Likert scale ranging from “strongly disagree” to “strongly agree”. 
The overall Cronbach’s coefficient alpha of the questionnaire is 0.921 which means that its internal consistency 
is excellent and the items are highly correlated (Salkind, 2015) and highly reliable (Konting, 2015). The scores 
were interpreted using the following parameter limits: 


Mean Range _ Description | Interpretation 


4.20 — 5.00 Very High | The organizational commitment is always observed. 
3.40 — 4.19 High The organizational commitment is oftentimes observed. 
2.60 — 3.39 Moderate The organizational commitment is sometimes observed. 
1.80 — 2.59 Low The organizational commitment is rarely observed. 
1.00 — 1.79 Very Low _ | The organizational commitment is never observed. 


Data Gathering Procedure 

In facilitating the gathering of the needed data, the following procedures were undertaken. The researcher first 
sought the approval of the Dean of the Graduate School of the University of the Immaculate Conception (UIC) 
to conduct the study and gather data. Also, the researcher secured for the ethical clearance from the UIC- 
Research Ethics Committee before data gathering commenced using the validated instruments. Consequently, 
the researcher sent a letter, via email, to the School Principals. Copies of the approved letters were appended. 
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Moreover, face-to-face distribution of the questionnaires was avoided in strict observance of the existing health 
protocols and safety measures to lessen or eliminate the spread of COVID-19. 


The questionnaires were distributed to the respondents after having been validated by experts and reliability 
tested. These were encoded via google forms in which only the participants and the researcher can access. Then, 
the collection of completed questionnaires was done online. The data were then tallied and treated with 
appropriate statistical tools. 


Also, factor such as data contamination was managed by the researcher by keeping each response highly 
confidential. This was expressed in the cover letter of the questionnaires. The researcher believed that if the 
respondents were made to understand the confidentiality of their responses, then, they were able to answer the 
questionnaires with all sincerity. The cover letter of the questionnaires was sent through the respondents’ email 
addresses and the discussion was done by batch using the online application via Google Meet, Zoom and other 
video conferencing services. 


Moreover, other factors that might affect the results of the study, such as the number of hours utilized by the 
respondents in answering the four sets of questionnaires, the condition of the room or area to which the 
questionnaires were answered, and the physical condition of the respondents while answering were also 
considered by expressing these as reminders in the cover letter of the questionnaires. 


Statistical Tools 
The data were analyzed using various statistical tools. 


Mean. This was used to describe the level of organizational climate of schools, leadership skills of the 
principals, instructional management of the principals, and organizational commitment of teachers. 


Standard Deviation. This was used to determine the homogeneity and heterogeneity of the group’s responses. 
This was also used to measure the dispersion of a dataset relative to its mean. 


Pearson Product-Moment Correlation. This was employed to determine the significant relationships between 
variables; organizational commitment and organizational climate, organizational commitment and leadership 
skills, and organizational commitment and instructional management. The degree of relationship was interpreted 
using the range of values (Asaad, 2016) as follows: 1.00 means perfect correlation, +0.75 to +0.99 means high 
correlation, +0.51 to +0.74 means moderately high correlation, +0.31 to +0.50 means moderately low 
correlation, +0.01 to 40.30 means low correlations and 0.00 means no correlation. 


Multiple Regression Analysis. This was employed to determine the relative contribution of each of the 
exogenous variables (organizational climate, leadership skills, and instructional management) to the endogenous 
variable (organizational commitment) as well as to determine the best predictors that influence organizational 
commitment of teachers. 


Structural Equation Modeling. This was used to determine the model of organizational commitment by 
evaluating the overall and structural equation model fit of the research model (Stafford, 2016). Moreover, it 
follows a confirmatory approach to data analysis where the hypothesized relationships can be fitted all at once 
and can be evaluated at the same time as they interact in a manner that is closer to mundane reality than 
individual specification and testing of the theoretical causal paths can be (Stafford, 2016). To evaluate the 
goodness of fit of the generated model, the following indices were computed: Chi-square/degree of freedom 
(y2/df), Normed Fit Index (NFI), Tucker Lewis Index (TLI), Comparative Fit Index (CFI), Goodness of Fit 
Index (GFI), and Root Mean Square Error of Approximation (RMSEA),. 


The RMSEA estimates lack of fit compared to the full model should be less than 0.08. The RMSEA index 
measures the discrepancy between the observed and estimated covariance matrices per degree of freedom. 
Values less than 0.08 indicates a good fit and values between 0.08 and 0.10 indicate a mediocre fit (Steiger, 
2014). 


Other indices that estimate the goodness of fit of the tested model with the full model are NFI, TLI, CFI and 
GFI. These indices should exceed 0.90 to indicate a good fit (Baumgartner & Homburg, 2012; Arbuckle, 2010). 


NFI analyzes the discrepancy between the chi-squared value of the hypothesized model and the chi-squared 
value of the null model (Bentler & Bonett, 2015). TLI is an index that prefers simpler models and resolves some 
of the issues of negative bias between the chi-squared value of the hypothesized model and the chi-squared value 
of the null model (Tucker & Lewis, 2016; Hu & Bentler, 2010). 
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CFI analyzes the model fit by examining the discrepancy between the data and the hypothesized model while 
adjusting for the issues of sample size inherent in the chi-squared test of model fit and the normed fit index 
(Gatignon, 2010). And, GFI is a measure of fit between the hypothesized model and the observed covariance 
matrix that is accounted for by the tested model (Mulaik, et. al., 2012). 


SEM, like other statistical techniques, requires an appropriate sample size to produce reliable estimates (Hair, et. 
al, 2012). Kline (2010) suggested that a very complicated path model needs a sample size of 200 or larger. This 
was supported by Garver and Mentzer (2010) and Hoelter (2016) who proposed that a critical sample size of 200 
and above is understood to provide sufficient statistical power for data analysis. 


The following summarizes the standard criterion of goodness of fit indices. These indices were used to identify 
the best fit model of the study in which all the ranges completely within the parameters of the parsimonious 
model. 


Goodness of Fit Measures Standard Criterion 


CMIN/df | Chi-Square/Degrees of Freedom <3(Hooper, et.al, 2016; Schumacker & Lomax, 2010) 
NFI Normed Fit Index >.90(Baumgartner & Hombur, 2012; Arbuckle, 2010) 
TLI Tucker Lewis Index >.90(Baumgartner & Hombur, 2012; Arbuckle, 2010) 
CFI Comparative Fit Index >.90(Baumgartner & Hombur, 2012; Arbuckle, 2010) 
GFI Goodness of Fit Index >.90(Baumgartner & Hombur, 2012; Arbuckle, 2010) 
RMSEA | Root Mean Square of Error Estimation | <.08 (Browne & Cudeck, 2019) 

P-close P Value for Test of Close Fit >.05 


Ethical Considerations 

To ensure that the study was conducted ethically, the study was reviewed by the UIC-REC before the conduct of 
the study. Thus, this study has undergone the protocol of the UIC-REC. Further, participants’ full consent was 
obtained before the survey questionnaires were distributed. Their privacy protection was ensured and they were 
assured of the confidentiality of their answers. 


Social Value. The study provided empirical evidence on the interconnectedness of the organizational climate of 
a school, leadership skills of principals, instructional management of principals, and organizational commitment 
of teachers of Diocese Schools in Region XIII. Further, the study helped in improving the organizational 
commitment of teachers thereby improving their productivity and efficiency. The school administrators were 
provided with evidence-based knowledge on how to attain and sustain highly committed teachers working 
towards the attainment of the school's goals and objectives. The human resource management officers or trainers 
also benefited by gaining a better understanding of the variable-indicators that directly or indirectly affect 
teachers' commitment which could be used as bases in framing effective and reliable tools in evaluating and 
assessing teachers' performance. Moreover, this study helped teachers in identifying areas of strength as well as 
areas that need to be developed to function more effectively as facilitators of learning and primary implementers 
of the program or curriculum. School's stakeholders were benefited from the impact of this research on the 
leadership and instructional management of principals by utilizing the results of the study as a basis for crafting, 
improving, and sustaining leadership and instructional management-related programs and initiatives 


Consent. The researcher asked permission for the respondents’ participation through informed consent. They 
were adequately informed about the purpose of the study and they were made to understand the reason for their 
participation. It was made clear to all the respondents that their involvement in the study is voluntary and they 
could withdraw their participation from the study anytime even without stating their reason for withdrawal. The 
respondents were also adequately oriented about the method and design that the study used via google forms, 
google meet, zoom, and other video conferencing services. Using these platforms, relevant and significant 
information related to the study was comprehensively discussed with the respondents. The researcher made sure 
that there were no coercion and any related activities that will affect the respondents’ willingness to participate. 
Further, the researcher secured consent and approval from the Dean of the Graduate School and the UIC-REC 
before proceeding with the study. Further, the researcher also asked permission from the DBES and the school 
principals before conducting the study. Lastly, the respondents were assured that their identity will be kept with 
utmost confidentiality and will not be revealed in the presentation and analysis of the findings. 


Vulnerability of Research Respondents. The respondents in this study were not considered vulnerable since 
they are teachers who are already of legal age, who can make autonomous decisions, who can decide whether to 
be involved or not and who can handle situational circumstances effectively and responsibly. Further, the 
researcher gave assurance that the respondents' identities were kept confidential and they were guaranteed that 
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they were protected from the possibility of being identified. Risk factors were also considered and handled 
carefully by giving the respondents the protection they truly deserved. This was done by protecting their 
autonomy and treating them with courtesy and respect. Possible harm and danger brought about by COVID-19 
were avoided by strictly observing the existing health and safety protocols and by using google forms in the 
distribution of questionnaires that only the respondents and the researcher could access. 


Risks, Benefits, and Safety. In the distribution of the survey questionnaires, the researcher fully disclosed to the 
respondents the nature of the research and explained thoroughly and adequately the purpose and benefits of the 
study and the confidentiality of their responses as well. The researcher ascertained that the respondents will not 
be subjected to harm in any way. Moreover, the researcher made sure that the questionnaires did not contain any 
degrading or unacceptable statements that could be offensive to the respondents. Likewise, the questionnaires 
were designed purely to collect information related to the study, and no private questions were asked. To 
minimize inconvenience, the researcher made sure that the questionnaires were encoded through google forms in 
which only the researcher and the respondents can access. This was done to avoid physical contact with the 
respondents considering the possible threats brought about by COVID-19. Further, the respondents were given 
enough time to understand the instructions. Furthermore, the researcher valued their participation and placed 
their welfare as the highest priority during the conduct of the study. 


Privacy and Confidentiality. Concerning the respondents' right to privacy, the researcher secured all records 
and did not release any information that could expose their specific identity. In addition, the researcher adhered 
to the principles of transparency, legitimate purpose, and proportionality in the collection, retention, and 
processing of personal information in compliance with the Data Privacy Act of 2012. The anonymity and 
confidentiality of respondents were protected throughout the study by protecting their identities and by ensuring 
that the data cannot be traced back. These were done to avoid psychological harm against human subjects like 
humiliation, dangers of exposure, loss of respect, embarrassment, and the like. Lastly, the procedures 
undertaken, the potential risks and benefits of the respondents in participating in the study were presented and 
discussed to the respondents through an online platform. 


Justice. The researcher was impartial in choosing the participants of the study by giving the respondents what 
they truly deserved. The principle of justice required the researcher to be fair to the respondents. In this study, 
partiality in dealing with the participants was avoided, by treating all respondents equally. To compensate for the 
time that the respondents spent during the data gathering stage, the researcher provided them with tokens of 
appreciationn and letters of gratitude. Reimbursement of load expenses incurred by the respondents during the 
data gathering stage was also done. Moreover, respect for the dignity of respondents was prioritized. And, the 
results of this study were presented to them, and copies were made accessible to the respondents. 


Transparency. The researcher safeguarded the proper implementation of the methods used in the study. The 
researcher included all the necessary documents that will support the data analysis and gave the readers access to 
read and to gain a better understanding of the study's results and findings. Further, the findings were discussed 
comprehensively, especially the information that might affect the presentation of the results. The researcher 
described the extent of his involvement and how he maintained objectivity in analyzing data and presenting the 
results of the study. Consent was secured from the respondents. Further, the respondents were updated from time 
to time as regards the status of this research through emails. 


Qualification of the Researcher. The researcher was motivated to conduct the study since this field is in 
relation to his profession as an educator and school leader. The researcher recognized his limited exposure to 
SEM. Consequently, he asked for direction and advice from his adviser, from the members of the technical 
panel, and from his peers who are proficient in this method. This pool of experts guided him towards the 
completion of this study. Additional readings and researches were also done to intensify the researcher's 
knowledge of SEM. The researcher's adviser was consulted from time to time giving the researcher due advice 
relative to the format and contents of the study. The researcher also asked the help of the statistician and made a 
constant effort to consult him every step of the way especially in the presentation and analysis of the results. 
Finally, suggestions and recommendations of the technical panel were followed and incorporated in the final 
draft. 


Adequacy of Facilities. The researcher ensured the availability and accessibility of the needed facilities in this 
study. Library and internet resources were made available for further readings and references to deepen and 
strengthen the analysis and interpretation of the gathered data. Other materials that are of great help were also 
made accessible. The researcher’s adviser made herself always available for consultations. Finally, the group of 
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experts provided valuable feedback and ssuggestions. They were also asked and consulted to help the researcher 
not only in conducting the study but also in communicating the results. 


Community Involvement. This study sought permission from the UIC-REC and from Dean of the Graduate 
School before proceeding with the study. Further, the researcher also asked permission from the DBES and from 
the school principals before conducting the study. Informed consent from the respondents was also secured 
making them fully aware of their participation in the study. Further, the final product of the researcher is directed 
towards community involvement. The benefits were afforded back by the researcher to the schools involved in 
this study by sharing the results and implications of the findings of the study. This was done to increase their 
awareness in retaining highly committed teachers in the academe. 


3. RESULTS AND DISCUSSION 

This chapter presents, analyzes and interprets the data obtained based on the sequence of problems presented in 
Chapter 1. The results were analyzed and treated with appropriate statistical tools. Interpretations were derived 
from the computed data leading towards the regression and structural equation model measurements of datasets. 
This then established the structural variable and variable-indicators that explain the organizational commitment 
of teachers of the basic education schools comprising Diocese of Butuan Educational System. 


Level of Organizational Climate of Schools 
Table 1 presents the results of the study on the level of organizational climate of schools in terms of supportive 
behavior, directive behavior, restrictive behavior, collegial behavior, intimate behavior and disengaged behavior. 


The overall mean for organizational climate of schools comprising DBES in Region XIII is 4.27 which is 
described as very high level. This implies that the schools’ organizational climate is always manifested. The 
overall standard deviation (SD) is .532 is less than 1.00 which represents homogeneity of responses from the 
participants and the responses are not so dispersed from each other. 


Table 1 Level of Organizational Climate of Schools 


Organizational Climate SD Description 
Supportive Behavior 
1. going out of his/her way to help teachers. 4.39 atl Very High 
2. using constructive criticism. 4.19 .800 High 
3. explaining his/her reasons for criticism to teachers. 4.28 817 Very High 
4. listening to and accepts teachers suggestions. 4.41 802 Very High 
5. looking out for the personal welfare of teachers. 4.40 .169 Very High 
6. treating teachers as equals. 4.30 .902 Very High 
7. complimenting teachers. 4.37 821 Very High 
8. making it easy to understand. 4.24 875 Very high 
9. going out of his/her way to show appreciation to teachers 4.36 812 Very High 
Category Mean 4.33 .690 Very High 
Directive Behavior 
1. ruling with leniency. 4.22 .708 Very High 
2. checking the sign-in sheet every morning. 3.98 .970 High 
3. scheduling the work for the teachers. 4.34 828 Very High 
4. correcting teachers’ mistakes. 4.38 748 Very High 
5. checking closely classroom (teacher) activities. 4.25 843 Very High 
6. supervising teachers closely. 4.23 853 Very High 
7. checking lesson plans. 4.22 911 Very High 
8. listening to inputs of teacher. 4.36 .808 Very High 
9. monitoring everything teachers do. 4.31 829 Very High 
Category Mean 4.25 .679 Very High 
Restrictive Behavior 
1. making routine duties do not interfere with the job of teaching. 4.11 0.793 | High 
2. having manageable committee requirements as teachers. 4.25 .156 Very High 
3. making administrative paperwork is easy. 3.97 .196 High 
4. reducing teachers’ paperwork through clerical support. 507 885 High 
5. managing properly with busy work as teachers . 4.19 is High 
Category Mean 4.10 .676 High 
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Collegial Behavior 

1. accomplishing their work with energy, vigor, and pleasure. 4.30 178 Very High 
2. leaving the school immediately after class. 3.55 .976 High 

3. accepting the faults of their colleagues. 4.22 Ei Very High 
4. helping and supporting each other. 4.52 705 Very High 
5. making them proud of their school. 4.55 .684 Very High 
6. accepting readily new teachers as colleagues 4.56 .669 Very High 
7. socializing together in small, select groups. 4.39 NPS, Very High 
8. respecting the professional competence of their colleagues. 4.58 .637 Very High 
Category Mean 4.33 558 Very High 
Intimate Behavior 

1. having their other faculty members as their closest friends. 4.36 835 Very High 
2. inviting faculty members to visit them at home. 4.00 .938 High 

3. knowing the family background of other faculty members. 4.01 .903 High 

4. having fun socializing together during school time. 4.34 823 Very High 
5. having get-together for each other. 4.35 .786 Very High 
6. socializing with each other on a regular basis. 4.31 763 Very High 
7. providing strong social support for colleagues. 4.42 154 Very High 
Category Mean 4.25 .668 Very High 
Disengaged Behavior 

1. seeing faculty meetings useful. 4.57 .678 Very High 
2. expecting minority group of teachers openly discussing matters 4.26 805 Very High 
with the majority. 

3. exerting no group pressure on non-conforming faculty members as 4.10 818 High 
teachers. 

4. respecting each other when teachers talk at faculty meetings. 4.55 .680 Very High 
Category Mean 4.37 595 Very High 
Overall Mean 4.27 532 Very High 


Supportive Behavior. The category mean of this indicator is 4.33 described as very high while the mean ranges 
from 4.19 to 4.41. Specifically, the item which states that principal listening to and accepts teachers’ 
suggestions, the mean is 4.41 described as very high. Further, the item with the mean value of 4.19 described as 
high is on principal using constructive criticism. 


The level of principal’s supportive behavior of schools comprising DBES in Region XIII is very high. This 
means that the organizational climate of schools in terms of supportive behavior is always manifested. This 
finding is in congruence with the study conducted by Isaksen and Akkermans (2017) that the supportive 
behavior is always manifested among principals and could positively affect organizational climate of schools. 
The study also revealed that the principal always listens to and accepts teachers’ suggestions and uses 
constructive criticism. This finding is in concurrence with the study of Hoy et al. (2016) that supportive behavior 
of principals includes openness to suggestions, and his/her ability to give and receive criticism. 


Directive Behavior. The category mean of this indicator is 4.25 described as very high while the mean ranges 
from 3.98 to 4.38. On one hand, in the aspect of the principal correcting teachers’ mistakes, the mean is 4.38 
described as very high. On the other hand, in the aspect of the principal checking the sign-in sheet every morning 
the mean is 3.98 which is described as high. 


The level of principal’s directive behavior of schools comprising DBES in Region XIII is very high. This means 
that the organizational climate of schools in terms of directive behavior is always manifested. The study also 
reveals that the principal always corrects teachers’ mistakes. This finding is parallel to the study conducted by 
Northouse (2018) that directive leaders provide task directions and instructions to their followers that 
incorporate what their expectations are and how to follow them. Further, the study also shows that the principal 
oftentimes checks the sign-in sheet every morning. This finding adheres to the study of House & Mitchell (2017) 
that such is done to regularly checks on teachers’ performance and their abilities to follow rules, and regulations. 


Restrictive Behavior. In this indicator, the category mean is 4.10 described as high while the mean ranges from 
3.97 to 4.25. Specifically, in the aspect of having manageable committee requirements as teachers the mean 
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value is 4.25 described as very high. Also, the items on making administrative paperwork is easy and reducing 
teachers’ paperwork through clerical support, the mean ratings are both 3.97, described as high. 


The level of restrictive behavior of schools comprising DBES in Region XIII is high. This means that the 
organizational climate of schools in terms of restrictive behavior is oftentimes manifested. This finding supports 
the study of Hoy and Clover (2016) that school climate is affected by how the principals carry out their 
restrictive behaviors. The study also reveals that teachers always have manageable committee requirements. This 
finding is negated by the study of Hoy and Clover (2016) that principals tend to overload teachers with non- 
teaching demands which will result in stress and in turn which might cause some problems (Baltas & Baltas, 
2015). Further, the study shows that oftentimes administrative paperwork is easy and clerical support reduces 
teachers’ paperwork. This was also negated by Hoy and Clover (2016) that principals overloaded teachers with 
paperwork and additional duties and responsibilities that interfered with classroom responsibilities. 


Collegial Behavior. The table reveals that this indicator has a category mean of 4.33 described as very high 
while the mean ranges from 3.55 to 4.58. Specifically, in the aspect of the teachers respecting the professional 
competence of their colleagues the mean value is 4.58 described as very high. In addition, in the aspect of the 
teachers leaving school immediately after class the mean is 3.55, described as high. 


The level of teacher’s collegial behavior of schools comprising DBES in Region XIII is very high. This means 
that the organizational climate of schools in terms of collegial behavior is always manifested. The study also 
reveals that the teachers always respect the professional competence of their colleagues. This result is in 
congruence to a study carried out by Leonard and Leonard (2018) as the findings of the study stated that 
collegial behavior causes its members to interact regularly to share their ideas and expertise. Further, the study 
also shows that the teachers oftentimes leave school immediately after class. This finding 1s parallel to the study 
conducted by Herman and Reink (2018) that teachers leave school immediately after class to avoid stress and 
burnout which according to Hanson (2016), could increase the probability of teachers leaving their posts. 


Intimate Behavior. The category mean of this indicator is 4.25 described as very high while the mean ranges 
from 4.00 to 4.42. Specifically, in the aspect of the teachers providing strong social support for colleagues the 
mean value is 4.42 described as very high. Further, in the aspect, the teachers inviting faculty members to visit 
them at home, the mean value is 4.00 and described as high. 


The level of teacher’s intimate behavior of schools comprising DBES in Region XIII is very high. This means 
that the organizational climate of schools in terms of intimate behavior is always manifested. The study also 
reveals that the teachers always provide strong social support for colleagues. This finding aligns with the study 
of Hoy (2018) that teachers socialize together regularly when they know each other and when they value the 
quality of their interpersonal relationship with peers and superiors. Further, the study also shows that the 
teachers always invite faculty members to visit them at home. This finding is in congruence with the study of 
Hoy (2018) that these are teachers' ways of maintaining wholesome and cordial relations with colleagues and in 
most cases, they offer help and assistance to their colleagues when needed. 


Disengaged Behavior. The category mean of this indicator is 4.27 and described as very high while the mean 
ranges from 4.10 to 4.57. Specifically, in the aspect of seeing faculty meetings useful the mean is 4.57 described 
as very high. Also, in the aspect of exerting no group pressure on non-conforming faculty members as teachers 
the mean value is 4.10 and is described as high. 


The level of disengaged behavior of schools comprising DBES in Region XIII is very high. This means that the 
organizational climate of schools in terms of disengaged behavior is always manifested. The result also reveals 
that faculty meetings are always useful. This finding is parallel to the study of Bogler and Somech (2015) that 
when employees are engaged in the organization, they want to have active roles in the organization, and they 
want to have an impact on the programs, procedures, or strategies of the organization. Further, the study shows 
that oftentimes teachers do not exert group pressure on non-conforming faculty members. This finding is in 
harmony with the study of Hoy (2018) that such is done for them not to irritate, annoy, and interrupt each other 
which will then distract the basic task of teaching. 


The results further display that the category mean values ranges from 4.10 to 437. Specifically, in terms of 
disengaged behavior the mean value is 4.37 described as very high, while in terms of restrictive behavior the 
mean value is 4.10 and described as high. Moreover, the values of standard deviations of each category show 
that the scores are clustered closely around the overall mean. 
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The findings are in agreement with the studies conducted by Parsons (2017), that the creation of any school 
climate starts with the principal, and it is reflected in the relationships among teachers and, Taylor (2016) that 
climate in the school is deliberately modeled by the principals. Thus, organizational climate where quality 
relationships exist is a unified work of the aforementioned. 


Level of Leadership Skills of Principals 

Table 2 presents the results of the study on the level of leadership skills of principals in terms of administrative 
skill, interpersonal skill, and conceptual skill. The overall mean for leadership skills of principals of schools 
comprising DBES in Region XIII is 4.36 which is described as a very high level. This means that leadership 
skills are always evident. The overall standard deviation (SD) is .668 is less than 1.00 which represents the 
homogeneity of responses from the participants. 


Table 2 Level of Leadership Skills of Principals 


Leadership Skills Mean SD 

Administrative Skill 

1. is effective with the detailed aspects of her/his work. 4.39 | .715 | Very High 

2. filling out forms and works with details with ease. 4.36 | .700 | Very High 

3. managing people and resources well. 4.36 | .795 | Very High 

4. enjoying responding to people’s request and concern. 4.31 | .813 | Very High 

a: understanding that obtaining and allocating resources is a challenging 4.40 | .721 | Very High 
aspect of her/his job. 

6. is effective at obtaining resources to support our programs. 4.37 | .729 | Very High 
Category Mean 4.37 | .669 | Very High 


Interpersonal Skill 
1. knowing ahead of time how people will respond to a new idea or proposal. | 4.32 | .770 | Very High 


2. understanding that social fabric of the organization is important. 4.40 | .729 | Very High 
3. enabling to sense the emotional undercurrents in the group. 4.21 | .873 | Very High 
4. using emotional energy to motivate teachers. 4.29 | .906 | Very High 
5. understanding that the key to successful conflict resolution is respecting the 4.35 | .797 | Very High 
opponent. 

6. working hard to find consensus in conflict situations. 4.35 | .810 | Very High 
Category Mean 4.32 | .724| Very High 
Conceptual Skill 

1. is effective at problem solving. 4.36 | .741 | Very High 
2. addressing problems immediately. 4.34 | .803 | Very High 
3. seeing the big picture easily. 4.32 | .828 | Very High 
4. seeing the importance of making strategic plans. 4.48 | .740 | Very High 
5. enjoying discussing organizational values and philosophy. 4.41 | .791 | Very High 
6. is flexible about making changes in the organization 4.41 .766 | Very High 
Category Mean 4.39 | .702 | Very High 
Over all Mean 4.36 | .668 | Very High 


Administrative Skills. This indicator has a category mean of 4.37 and described as very high while the mean 
ranges from 4.31 to 4.40. Specifically, in the aspect of the principal understanding that obtaining and allocating 
resources is a challenging aspect of his/her job the mean value is 4.40 described as very high. Also, in the aspect 
of the principal enjoying responding to people’s request and concern the mean is 4.31, still described as very 
high. 


The level of administrative skills of principals of schools comprising DBES in Region XIII is very high. This 
means that the level of leadership skills of principals in terms of administrative skills is always evident. The 
result also reveals that the principal always understands that obtaining and allocating resources is a challenging 
aspect of his/her job. This finding is in consonance with the study of Muller (2016) that principals find it arduous 
to allocate resources on the various programs, projects, and activities as reflected on the school improvement 
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plans considering the available sources and knowing that these programs are of equal importance duly presented 
and defended by the teachers, subject coordinators and curriculum coordinators. Further, the result also shows 
that the principal always enjoys responding to people's request and concern. This finding is in concurrence with 
the study of Smith and Smith (2015) that school leaders are active listeners and they demonstrate respect by 
valuing the ideas of other people. 


Interpersonal Skills. The category mean of this indicator is 4.32 described as very high while the mean ranges 
from 4.21 to 4.40. Specifically, in the aspect of the principal understanding that the social fabric of the 
organization is important the mean is 4.40 described as very high. On one hand, in the aspect of the principal 
enabling to sense the emotional undercurrents in the group, the mean is 4.21 and still described as very high. 


The level of interpersonal skills of principals of schools comprising DBES in Region XIII is very high. This 
means that the level of leadership skills of principals in terms of interpersonal skills is always evident. The result 
also reveals that the principal always understands that the social fabric of the organization is important. The 
result also shows that the principal is always able to sense the emotional undercurrents in the group. These 
findings support the study of Parlar, et al. (2017) that principals create and establish professional cooperation 
and a positive working environment that will enable the teachers to be more engaged in accomplishing their 
tasks thereby increasing the school's productivity and level of accomplishment. Moreover, these findings are in 
congruence with the study of Ogundele et al. (2015) that principals should communicate with the teachers and 
colleagues effectively to motivate and encourage teacher's professional development. 


Conceptual skills. This indicator reveals a category mean of 4.39 described as very high and the mean ranges 
from 4.32 to 4.48. Specifically, in the aspect of the principal seeing the importance of making strategic plans the 
mean value is 4.48 described as very high. Further, in the aspect of the principal seeing the big picture easily the 
mean value is 4.32 still described as very high. 


The level of conceptual skills of principals of schools comprising DBES in Region XIII is very high. This means 
that the level of leadership skills of principals in terms of conceptual skills is always evident. The result also 
reveals the principal always sees the importance of making strategic plans. The result further shows that the 
principal always sees the big picture easily. These findings are in harmony with the study of Christensen and 
Joseph (2016) and Cordone (2017) that principals have the ability to think creatively, formulate abstractions and 
analyze complex situations leading towards the resolution of the existing problems. 


Lastly, the results further display that the category mean ranges from 4.32 to 4.39. In terms of conceptual skill, 
the mean value is 4.39 described as very high, while in terms of interpersonal skill the mean value is 4.32 still 
described as very high. Moreover, the values of standard deviations of each category show that the scores are 
clustered closely around the overall mean. 


The findings are in agreement with the studies conducted by Curtis (2018) that effective leadership skills help to 
elevate teacher’s profession and motivate them to perform well and do their job as best as they could and Saini 
and Goswami (2019) that leadership skills of the school principal empower teachers and lead them in 
understanding their moral obligations to students and to society. 


Level of Instructional Management Skills of Principals 

Table 3 presents the results of the study on the level of instructional management skills of principals in terms of 
framing the school goals, communicating the school goals, supervising and evaluating instruction, coordinating 
the curriculum, monitoring student progress, protecting instructional time, maintaining high visibility, providing 
incentives for the teachers, promoting professional development and providing incentives for learning. 


The overall mean for instructional management skills of principals of schools comprising DBES in Region XIII 
is 4.35 which is described as very high level. This means that instructional management skills are always 
demonstrated. The overall standard deviation (SD) is .625 is less than 1.00 which represents the homogeneity of 
responses from the participants. 


Frame the School Goals. The category mean of this indicator is 4.40 described as very high while the mean 
ranges from 4.35 to 4.47. Specifically, in the aspect of the principal developing goals that are easily understood 
and used by teachers in the school the mean value is 4.47 described as very high. Additionally, in the aspect of 
the principal uses needs assessment or other formal and informal methods to secure staff input on goal 
development the mean value is 4.35 still described as very high. 
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Table 3 Level of Instructional Management Skills of Principals 


Instructional Management Skills 
Frame the School Goals 


Mean | SD 


Description 


1. developinga focused set of annual school-wide goals. 4.39 | .719 | Very High 
2 framing the goals of the school in terms of staff responsibilities for 4.40 |.711 | Very High 
meeting them. 

3: using needs assessment or other formal and informal methods to secure 4.35 |.797 | Very High 
staff input on goal development. 

4. using data on student performance when developing the school’s 4.42 |.749 | Very High 
academic goals. 

7 A goals that are easily understood and used by teachers in the 4.47 | .744 | Very High 
Category Mean 4.40 | .681 | Very High 
Communicate the School Goals 

1. communicating the mission of the school effectively to members of the 4.45 | .726 | Very High 
school community. 

2 discussing the academic goals of the school with teachers at faculty 4.53 | .699 | Very High 
meetings. 

a: referring to the academic goals of the school when making curricular 4.50 |.741 | Very High 
decisions with teachers. 

4. ensuring that the academic goals of the school are reflected in highly 

visible displays in the school like posters or bulletin boards emphasizing 4.45 | .730 | Very High 
academic progress. 

5. referring to the goals or mission of the school in forums with students 4.48 | .727 | Very High 
like in assemblies or discussions. 

Category Mean 4.48 | .663 | Very High 
Supervise and Evaluate Instruction 

1. ensuring that the classroom priorities of teachers are consistent with the | 4.44 | .725 | Very High 
goals and direction of the school. 

4. pointing out specific strengths in teacher’s instructional practices in ; 
post-observation feedback like in conferences or written evaluation. eee Wain: | ayes 
5. pointing out specific weaknesses in teacher instructional practices in ; 
post-observation feedback like in conferences or written evaluation. a boise | Mery eign 
Category Mean 4.35 | .676 | Very High 
Coordinate the Curriculum 

1. making clear who is responsible for coordinating the curriculum across | yas | 743 Very High 
grade levels like the principal, vice principal or academic coordinator, or 

teacher-leaders. 

2 drawing upon the results of school-wide testing when making curricular 4.35 |.760 | Very High 
decisions. 

So, monitoring the classroom curriculum to see that it covers the curricular 4.40 |.747 | Very High 
objectives of the school. 

4. assessing the overlap between the curricular objectives and the : 
achievement tests of the school. ey dae | Very es 
5. participating actively in the review of curricular materials. 4.41 | .727 | Very High 
Category Mean 4.40 | .676 | Very High 
Monitor Student Progress 

1. meeting individually with teachers to discuss student progress. 4.32 | .823 | Very High 
2 discussing academic performance results with the faculty to identify 4.41 |.735 | Very High 
curricular strengths and weaknesses. 

3. using tests and other performance measures to assess progress toward 4.36 |.749 | Very High 
school goals. 

4. informing teachers of the school’s performance results in written form 4.31 |.840 | Very High 


like in a memo or newsletter. 
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5. informing students of school’s academic progress. 


4.38 


778 


Very High 


Category Mean 


4.36 


-703 


Very High 


Protect Instructional Time 


1. limiting interruptions of instructional time by public address 


4.25 | .756 | Very High 
announcements. 
aes that students are not called to the office during instructional 4.30 | .769 | Very High 
3. ensuring that tardy and truant students suffer specific consequences for 4.25 | 821 | Very High 
missing instructional time. 
4, encouraging teachers to use instructional time for teaching and 4.47 |.718 | Very High 
practicing new skills and concepts. 
5. limiting the intrusion of extra-and-co-curricular activities on 4.29 |.749 | Very High 
instructional time. 
Category Mean 4.31 | .657 | Very High 
Maintain High Visibility 
1. taking time to talk informally with students and teachers during recess 4.19 |.905 | High 
and breaks. 
2. visiting classroom to discuss school issues with teachers and students. 4.13 | .955 | High 
3. attending/participating in extra-and co-curricular activities. 4.44 | .734 | Very High 
4. covering classes for teachers until a late or substitute teacher arrives. 4.00 | 1.057 | High 
5. tutoring students or provide direct instruction to classes. 3.88 | 1.110 | High 
Category Mean 4.13 | 813 | High 
Provide Incentives for Teachers 
1. reinforcing superior performance by teachers in staff meetings, 4.18 |.898 | High 
newsletters, and/or memos. 
2. complimenting teachers privately for their efforts or performance. 4.25 | .887 | Very High 
2 acknowledging exceptional performance of teachers by writing memos 4.11 |.978 | High 
for their personnel files. 
4, rewarding special efforts by teachers with opportunities for professional 4.04 |.986 | High 
recognition. 
a creating professional growth opportunities for teachers as a reward for 4.25 |.947 | Very High 
special contribution to the school. 
Category Mean 4.16 | 837 | High 
Promote Professional Development 
1. ensuring that in-service activities attended by staff are consistent with 4.45 |.712 | Very High 
the goals of the school. 
pe supporting actively the use in the classroom of skills acquired during in- 4.44 |.711 | Very High 
service training. 
3. obtaining the participation of the whole staff in important in-service 4.46 |.708 | Very High 
activities. 
4. leading or attends teacher in-service activities concerned with 4.46 |.685 | Very High 
instruction. 
5. setting aside time at faculty meetings for teachers to share ideas or 4.43 | .706 | Very High 
information from in-service activities. 
Category Mean 4.45 | .638 | Very High 
Provide Incentives for Learning 
1. recognizing students who do superior work with formal rewards such as : 
an honor roll or mention in the newsletter of the principal. mae |etth. | aeuee 
2. using assemblies for honor students for academic accomplishments or 4.44 |.729 | Very High 
for behavior or citizenship. 
3. recognizing superior student achievement or improvement by seeing in ; 
the office the students with their work. a sro eweny ee 
4. contacting parents to communicate improved or exemplary student 4.34 |.843 | Very High 


performance or contributions. 
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ae supporting teachers actively in their recognition and/or reward of student 4.45 |.730 | Very High 
contributions to and accomplishments in class. 

Category Mean 4.41 | .677 | Very High 
Overall Mean 4.35 | .625 | Very High 


The level of framing the school goals of principals of schools comprising DBES in Region XIII is very high. 
This means that the level of instructional management of principals in terms of framing the school goals is 
always demonstrated. The result also reveals that the principal always develops goals that are easily understood 
and used by teachers in the school. This finding conforms to the study of Chattopadhyay (2015) that educational 
leaders set goals and motivates the employees to achieve them. Further, the result shows that the principal 
always uses needs assessment or other formal and informal methods to secure staff input on goal development. 
This finding is in congruence with the study of Youngs, et.al. (2017) that for principals to help teachers on how 
to handle discipline and classroom management they should know the curriculum content and instructional 
process. Furthermore, this result supports the study of Leithwood et al. (2018) who stated that school 
administrators should focus on effective curriculum development and instructional practices. 


Communicate the School Goals. This indicator reveals a category mean of 4.48 described as very high while 
the mean ranges from 4.45 to 4.53. Specifically, in the aspect of the principal discussing the academic goals of 
the school with teachers at faculty meetings the mean value is 4.53 described as very high. Moreover, in the 
aspects of the principal communicating the mission of the school effectively to members of the school community 
and ensuring that the academic goals of the school are reflected in highly visible displays in the school like 
posters or bulletin boards emphasizing academic progress both have a mean value of 4.45 still described as very 
high. 


The level of communicating the school goals of principals of schools comprising DBES in Region XIII is very 
high. This means that the level of instructional management of principals in terms of communicating the school 
goals is always demonstrated. The result also reveals that the principal always discusses the academic goals of 
the school with teachers at faculty meetings. This finding is in harmony with the study of DiMatteo (2018) that 
communicating the vision often invigorates the workforce, explains the battle, and tells the story. As a result, 
employees would be able to understand the plans and could easily adapt to changes. The result further reveals 
that the principal always communicates the mission of the school effectively to members of the school 
community and ensures that the academic goals of the school are reflected in highly visible displays in the 
school like posters or bulletin boards emphasizing academic progress. This finding is in congruence with the 
study of Stark (2019) that principals always inform the employees and other members of the organization of the 
school goals so that they would be able to develop ownership which will result in achieving the goals 
successfully. 


Supervise and Evaluate Instruction. The category mean of this indicator is 4.35 described as very high and the 
mean value ranges from 4.25 to 4.44. Specifically, in the aspect of the principal ensuring that the classroom 
priorities of teachers are consistent with the goals and direction of the school the mean value is 4.44 described 
as very high. Likewise, in the aspect of the principals conducting informal observations in classrooms on a 
regular basis wherein informal observations are unscheduled, last at least 5 minutes, and may or may not 
involve written feedback or a formal confer the mean value is 4.25 still described as very high. 


The level of supervising and evaluating instructions of principals of schools comprising DBES in Region XIII is 
very high. This means that the level of instructional management of principals in terms of supervising and 
evaluating instructions is always demonstrated. The result also reveals that the principal always ensures that the 
classroom priorities of teachers are consistent with the goals and direction of the school. This finding is parallel 
to the study of Herrera (2015) that principals should be able to make the teachers understand that instructional 
resources, as one of the instructional priorities of the teacher should be compliant with the standards, 
assessments, and core instruction because this will positively impact student achievement. Further, the result 
shows that the principal always conducts informal observations in classrooms on a regular basis wherein 
informal observations are unscheduled, last at least 5 minutes, and may or may not involve written feedback or a 
formal confer. This finding is in congruence to the study of Padriquela (2018) that principals should focus on 
augmenting curriculum, learning activities and assessment to achieve the desired goals of the school. 


Coordinate the Curriculum. The category mean of this indicator is 4.40 described as very high while the mean 
value ranges from 4.35 to 4.45. Specifically, in the aspect of the principal making clear who is responsible for 
coordinating the curriculum across grade levels like the principal, vice principal or academic coordinator, or 
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teacher-leaders the mean value is 4.45 described as very high. Also, in the aspect of the principal drawing upon 
the results of school-wide testing when making curricular decisions the mean value is 4.35 still described as very 
high. 


The level of coordinating the curriculum of principals of schools comprising DBES in Region XIII is very high. 
This means that the level of instructional management of principals in terms of coordinating the curriculum is 
always demonstrated. The result further shows that the principal always makes clear who is responsible for 
coordinating the curriculum across grade levels like the principal, vice principal or academic coordinator. This 
finding supports the study conducted by Education-Portal (2017) that principals should sustain a coordinated 
curriculum the responsibility of supervising and organizing education and training programs within schools and 
community centers are laid upon them. Such will academic success of children (Yow, et. al, 2017). The result 
also reveals that the principal always draws upon the results of school-wide testing when making curricular 
decisions. This finding is parallel with the study of Kabicher and Motschnig-Pitrik (2019) that principals as 
instructional supervisors should facilitate various activities in implementing student-centered learning outcomes 
geared towards improved transparency and coordination of courses and increased sharing among teaching staff. 


Monitor Student Progress. This indicator reveals a category mean of 4.36 described as very high while the 
mean ranges from 4.31 to 4.41. Specifically, in the aspect of the principal discussing academic performance 
results with the faculty to identify curricular strengths and weaknesses the mean value is 4.41 described as very 
high. Similarly, in the aspect of the principal informing teachers of the school’s performance results in written 
form like in a memo or newsletter the mean value is 4.31 still described as very high. 


The level of monitoring student progress of principals of schools comprising DBES in Region XIII is very high. 
This means that the level of instructional management of principals in terms of monitoring student progress is 
always demonstrated. The result further reveals that the principal always discusses academic performance results 
with the faculty to identify curricular strengths and weaknesses. The result also shows that the principal always 
informs teachers of the school’s performance results in written form like in a memo or newsletter. These 
findings are in congruence with the study of Blankstein, et al., (2018) that principals should walk around the 
building and design sophisticated information systems to see how things and to check on the quality of 
performance in order to be successful. 


Protect Instructional Time. The category mean of this indicator is 4.31 described as very high with the mean 
ranges from 4.25 to 4.47. Specifically, in the aspect of the principal encouraging teachers to use instructional 
time for teaching and practicing new skills and concepts the mean value is 4.47 described as very high. Further, 
in the aspects of the principals limiting interruptions of instructional time by public address announcements and 
ensures that tardy and truant students suffer specific consequences for missing instructional time both have the 
mean value of 4.25 still described as very high. 


The level of protecting instructional time of principals of schools comprising DBES in Region XIII is very high. 
This means that the level of instructional management of principals in terms of protecting instructional time is 
always demonstrated. The result further reveals that the principal always encourages teachers to use instructional 
time for teaching and practicing new skills and concepts. And, the principal always limits interruptions of 
instructional time by public address announcements and ensures that tardy and truant students suffer specific 
consequences for missing instructional time. These findings agree with the study of Ocasio (2018) that activities 
and strategies that will reduce the number of disruptive announcements should be implemented in order not to 
interfere with students' core subject class period. 


Maintain High Visibility. This indicator has a category mean of 4.13 described as high the mean ranges from 
3.88 to 4.44. Specifically, in the aspect of the principal attending/participating in extra-and co-curricular 
activities the mean value is 4.44 described as very high. Likewise, in the aspect of the principal tutoring students 
or provide direct instruction to classes the mean value is 3.88 described as high. 


The level of maintaining high visibility of principals of schools comprising DBES in Region XIII is high. This 
means that the level of instructional management of principals in terms of maintaining high visibility is 
oftentimes demonstrated. The result further reveals that the principal always attends/participates in extra-and co- 
curricular activities and oftentimes tutors students or provides direct instruction to classes. This finding is in 
harmony with the study of Hall (2017) that problems and intrigue among teachers could be eliminated if 
principals are highly visible and enjoy attending to the needs of teachers and students. Moreover, the findings 
support the study of Black (2018) who stressed that the visibility of principals in schools is affected by 
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participating in co-curricular activities. Nevertheless, such participation is done to support the school's academic 
mission and teach students lifelong lessons which are as important as those lessons taught in the classroom. 


Provide Incentives for Teachers. This indicator divulges a category mean is 4.16 described as high while the 
mean ranges from 4.04 to 4.25. Specifically, in the aspects of the principal complimenting teachers privately for 
their efforts or performance and creates professional growth opportunities for teachers as a reward for special 
contribution to the school both have the mean value of 4.25 described as very high. Similarly, in the aspect of 
the principal rewarding special efforts by teachers with opportunities for professional growth, the mean value is 
4.04 described as high. 


The level of providing incentives for teachers of principals of schools comprising DBES in Region XIII is high. 
This means that the level of instructional management of principals in terms of providing incentives for teachers 
is oftentimes demonstrated. The result further shows that the principal always compliments teachers privately for 
their efforts or performance and creates professional growth opportunities for teachers as a reward for special 
contribution to the school and oftentimes rewards special efforts by teachers with opportunities for professional 
recognition. These findings are in congruence with the study of Kimball (2016) who reported that providing 
intrinsic and extrinsic rewards to teachers is very important to foster a sense of achievement which will result in 
an increased self-confidence among teachers. 


Promote Professional Development. The category mean of this indicator is 4.45 described as very high and the 
mean ranges from 4.43 to 4.46. Specifically, in the aspects of the principal obtaining the participation of the 
whole staff in important in-service activities and leads or attends teacher in-service activities concerned with 
instruction both have the mean value of 4.46 described as very high. On the other hand, in the aspect of the 
principal sets aside time at faculty meetings for teachers to share ideas or information from in-service activities 
the mean values is 4.43 still described as very high. 


The level of promoting professional development of principals of schools comprising DBES in Region XIII is 
very high. This means that the level of instructional management of principals in terms of promoting 
professional development is always demonstrated. The result further reveals that the principal always obtains the 
participation of the whole staff in important in-service activities, always leads or attends teacher in-service 
activities concerned with instruction and always sets aside time at faculty meetings for teachers to share ideas or 
information from in-service activities. These findings are in consonance with the studies of (Altany, 2017) that 
professional development should not be occasionally done and should not be selective and Reddy (2015) that 
continuous and career-long growth makes the teacher effective and productive. 


Provide Incentives for Learning. This indicator reveals a category mean of 4.41 described as very high while 
the mean ranges from 4.34 to 4.47. Specifically, in the aspect of the principal recognizing students who do 
superior work with formal rewards such as an honor roll or mention in the newsletter of the principals the mean 
value is 4.47 described as very high. On the other hand, in the aspect of the principal contacts parents to 
communicate improved or exemplary student performance or contributions the mean value is 4.34 still described 
as very high. 


The level of providing incentives for learning among principals of schools comprising DBES in Region XIII is 
very high. This means that the level of instructional management of principals in terms of providing incentives 
for learning is always demonstrated. The result further reveals that the principal always recognizes students who 
do superior work with formal rewards such as an honor roll or mention in the newsletter of the principals and 
always contacts parents to communicate improved or exemplary student performance or contributions. These 
findings are in harmony with the study of Decker (2016) that rewards have engaged the students and created 
incredible academic results. Further, Decker (2016) exemplified that such creates a motivating atmosphere of 
positive school-wide attitude, and ensures that students are engaged in their learning. Yet, the result was negated 
by Kremer et al. (2017) who found out that there is no evidence that incentives led to better performance and 
external rewards interfere with student's motivation to learn. 


Lastly, the results further display that the mean of the categories ranges from 4.31 to 4.48. Communicating the 
school goals has mean value of 4.48 described as very high, while maintaining high visibility registered a mean 
value of 4.31 still described as very high. Moreover, the values of standard deviations of each category show that 
the scores are clustered closely around the overall mean. 


This finding is in congruence with the study of Bell (2018) that the demonstration of instructional management 
skills of principals is seen when responsibilities such as being accountable for promoting effective teaching and 
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learning atmosphere and being responsible in encouraging the search for continual improvement are clear to 
them. These will then result to achieving a common goal. 


Level of Organizational Commitment of Teachers 
Table 4 presents the results of the study on the level of organizational commitment of teachers in terms of school 
policies, teaching work, teaching profession and work group 


The overall mean for organizational commitment of teachers of schools comprising DBES in Region XIII is 4.53 
which is described as very high level. This means that organizational commitment is always observed. The 
overall standard deviation (SD) is .509 is less than 1.00 which represents the homogeneity of responses from the 
participants. 


Commitment to School Policies. This indicator reveals a category mean of 4.48 described as very high and the 
mean ranges from 4.43 to 4.56. Specifically, in the aspect of the teachers are willing to follow orders and 
commands the mean value is 4.56, described as very high. Similarly, in the aspect of the teachers having easy 
access to the policies which motivate them to work at school the mean value is 4.43 still described as very high. 


Table 4 Level of Organizational Commitment of Teachers 
Commitment to School Policies 
1. understanding the policies which allow them to work hard for the best 
interests of our school. 
2. perceiving policies as fair which sustain their willingness to stay. 4.44 | .733 | Very High 
®. ate an easy access to the policies which motivates them to work at 4.43 | 715 | Very High 
4. understanding policies which motivate them to do their best to contribute 
to the development of the school. 
5. are willing to follow orders and commands. 4.56 | .650 | Very High 
6. projecting themselves in accordance with the directives in the policy 4.48 | 681 | Very High 
manual 
Category Mean 4.48 | .612 | Very High 
Commitment to Teaching Work 
1. spending time with the students on subjects / activities related to the 
lesson even outside the classroom. 
2. looking for opportunities to conduct remedial teaching or extension 


4.53 | .647 | Very High 


4.45 | .689 | Very High 


4.40 | .716 | Very High 


classes when regular class hour is not enough for students to master the 4.42 | .705 | Very High 
lesson. 

3. making sure that their classes start and end on time. 4.52 | .637 | Very High 
4. accomplishing their job with enthusiasm. 4.55 | .615 | Very High 
5. trying to do their best to help the low performing students. 4.54 | .605 | Very High 
6. enjoying teaching. 4.57 | .617 | Very High 
Category Mean 4.50 | .558 | Very High 


Commitment to Teaching Profession 

1. considering the choice of becoming a teacher as the best decision in their 
lives. 

2. are proud of their profession. 4.66 | .573 | Very High 
3. regarding the values of teaching profession more important than those of 4.60 | .619 | Very High 
other professional values. 


4.54 | .656 | Very High 


4. considering teaching profession as the best for working life. 4.55 | .680 | Very High 
5. desiring to be well-known in the teaching profession. 4.49 | .758 | Very High 
6. liking to continue teaching even though they don’t need to work for 


4.46 | .727 | Very High 
money. 


Category Mean 4.55 | .576 | Very High 

Commitment to Work Group 

1. are pleased in interacting with other teachers during break or lunch time. | 4.62 | .583 | Very High 
2. are proud of their fellow teachers in the school. 4.61 | .617 | Very High 
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3. regarding other teachers in the school as a close friend. 4.58 | .621 | Very High 
4. considering the other teachers in the school as their best friends. 4.54 | .646 | Very High 
5. having a close relationship with other teachers out of the school. 4.57 | .639 | Very High 
6. feeling themselves as the other teachers ‘close friend in the school. 4.55 | .635 | Very High 
Category Mean 4.58 | .540 | Very High 
Overall Mean 4.53 | .509 | Very High 


The level of commitment to school policies among teachers of schools comprising DBES in Region XIII is very 
high. This means that the level of organizational commitment of teachers in terms of commitment to school 
policies is always observed. The result further reveals that the teachers are always willing to follow orders and 
commands and they always have easy access to the policies which motivates them to work at school. This 
finding is in concurrence with the study of Aquino (2017) that teachers with high levels of commitment to 
policies of the school work harder and show more desire to carry out the goals of the organization. 


Commitment to Teaching Work. This indicator has a category mean of 4.50 described as very high while the 
mean ranges from 4.40 to 4.57. Specifically, in the aspect of the teachers enjoying teaching the mean value is 
4.57 described as very high. Further, in the aspect of the teachers spending time with the students on 
subjects/activities related to the lesson even outside the classroom the mean value is 4.40 still described as very 
high. 


The level of commitment to teaching work among teachers of schools comprising DBES in Region XIII is very 
high. This means that the level of organizational commitment of teachers in terms of commitment to teaching 
work is always observed. The result further shows that the teachers always enjoy teaching and they always spend 
time with the students on subjects/activities related to the lesson even outside the classroom. These findings are 
in congruence to the studies of Razak et al. (2015) that teachers who are committed to their work see the 
importance of their roles in educating the future members of the society and Sohail et al. (2019) when teachers 
are committed to their teaching work they perform well. 


Commitment to the Teaching Profession. The category mean of this indicator is 4.55 described as very high 
while the mean ranges from 4.46 to 4.66. Specifically, in the aspect of the teachers are proud of their profession 
the mean value is 4.66 described as very high. Also, in the aspect of the teachers liking to continue teaching even 
though they do not need to work for money the mean value is 4.46, still described as very high. 


The level of commitment to teaching profession among teachers of schools comprising DBES in Region XII is 
very high. This means that the level of organizational commitment of teachers in terms of commitment to 
teaching profession is always observed. The result further reveals that teachers are always proud of their 
profession and they always like to continue teaching even though they don't need to work for money. These 
findings conform to the study conducted by Siburian (2018) that teachers behave in a professional manner in 
carrying out their tasks which according to Sharma (2018) could result to success in teaching. 


Commitment to Work Group. The category mean of this indicator is 4.58 described as very high while the 
mean ranges from 4.54 to 4.62. Specifically, in the aspect of the teachers are pleased in interacting with other 
teachers during break or lunchtime the mean value is 4.62 described as very high. Further, in the aspect of the 
teachers considering the other teachers in the school as their best friends the mean value is 4.54 still described 
as very high. 


The level of commitment to work group among teachers of schools comprising DBES in Region XIII is very 
high. This means that the level of organizational commitment of teachers in terms of commitment to work group 
is always observed. The result further shows that teachers are always pleased in interacting with other teachers 
during break or lunchtime and they always consider the other teachers in the school as their best friends. These 
findings are parallel to the study of Mangkunegara and Octorend (2015) that teachers show an increased 
commitment to work group which is manifested by an improved employee's performance and strong desire to 
contribute in attaining the organizational goals. The study of Jernigan and Beggs (2015) also stressed that 
teachers value the presence of close-knit and cohesive work groups. 


Lastly, the results further display that the mean of the categories ranges from 4.48 to 4.58. Commitment to work 
group has the mean value of 4.58 described as very high, while commitment to school policies registered a mean 
value of 4.48 still described as very high. Moreover, the values of standard deviations of each category show that 
the scores are clustered closely around the overall mean. 
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This finding is in harmony with the study of Bogler et al. (2016) that teachers possess a relative capacity to 
attach and be identified with the organization. Such commitment, according to Quicke (2018), is threatened if 
teachers are unable to reinvent their professional practice and unable to adopt new ways of doing things. 


Relationship between the Exogenous Variables and Organizational Commitment 

Table 5 presents the relationship between the organizational climate of schools, leadership skills and 
instructional management of principals, and organizational commitment of teachers. The results show that all the 
exogenous variables have a significant relationship with organizational commitment (p<.05). 


In particular, there is a significant relationship between organizational climate and organizational commitment 
(r=.751, p<.05). The strength of correlation between the two variables is high as revealed by the coefficient of 
.751. Also, there is a significant relationship between leadership skills and organizational commitment (r=.685, 
p<.05). The strength of correlation between the two variables is moderately high as revealed by the coefficient of 
.685. And, there is a significant relationship between instructional management and organizational commitment 
(r=.734, p<.05). The strength of correlation between the two variables is moderately high as revealed by the 
coefficient of .734. 


There is a significant relationship between organizational climate and organizational commitment (r=.751, 
p<.05). The strength of correlation between the two variables is high as revealed by the coefficient of .751. The 
result further reveals that an increase or decrease in the level of organizational climate of schools could mean an 
increase or decrease also in the level of organizational commitment of teachers. 


Table 5 Relationship between the Exogenous Variables and Organizational Commitment 


EXOGENOUSVARIABLES Organizational Commitment 
R p-value Remarks 
Organizational Climate fey 000 Significant 
Leadership Skills .685 .000 Significant 
Instructional Management 134 .000 Significant 
Legend: 
+1.00 = perfect correlation +0.75 to +0.99 = high correlation 
+0.51 to +0.74 = moderately high correlation +0.31 to +0.50 = moderately low correlation 
+0.01 to +0.30 = low correlation 0.00 = no correlation 


The findings are consistent with the studies of Mullins (2016) that a significant relationship between 
organizational climate and commitment of employees exists and Berberoglu (2018) stated that an increase in the 
organizational climate shall mean an increase in the organizational commitment of the employees. The findings 
are also in congruence to the studies conducted by Ghasemi and Keshavarzi (2018) who stressed that a suitable 
organizational climate will positively affect organizational commitment and Bahrami et al., (2015) who stated 
that an improved organizational climate improves organizational commitment. With these, innovation and 
inspiration shall exist (Ghasemi & Keshavarzi, 2018) which in turn increases the motivation of teachers to work 
harder (Bahrami et al., 2015). 


However, the findings are contrary to the results of the study conducted by Reichers (2017) that an improved 
organizational commitment does not depend on a healthy organizational climate. As such, efforts made to 
establish a favorable organizational climate cannot guarantee a better organizational commitment among 
teachers. 


Also, there is a significant relationship between leadership skills and organizational commitment (r=.685, 
p<.05). The strength of correlation between the two variables is moderately high as revealed by the coefficient of 
.685. The result further shows that an increase or decrease in the level of leadership skills could mean an 
increase or decrease also in the level of organizational commitment of teachers. 


Furthermore, The findings confirm the results of the studies of Yahaya and Ebrahim (2016) who suggested that 
the skills of the school leaders determine the employee's level of organizational commitment, Bayir et al. (2015) 
stated that leadership skills have positive effects on organizational commitment and Keskes (2015) who 
proposed that leadership skill is a determinant of the level of employee organizational commitment. As a result, 
organizational performance shall increase (Mauri, 2017) and organizational goals are achieved (Yahaya & 
Ebrahim, 2016). 
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On one hand, the findings are inconsistent with the studies of Awan and Mahmood (2015) and Dale and Fox 
(2018) who stressed that there is no significant relationship between leadership skills and organizational 
commitment. As such, an effective leadership skill cannot guarantee an improved organizational commitment. 


On the other hand, there is a significant relationship between instructional management and organizational 
commitment (r=.734, p<.05). The strength of correlation between the two variables is moderately high as 
revealed by the coefficient of .734. The result further reveals that an increase or decrease in the level of 
instructional management skills of principals could mean an increase or decrease also in the level of 
organizational commitment of teachers. 


The findings are in harmony with the studies conducted by Serin (2016) that effective instructional management 
skills of principals are important factors affecting organizational commitment which means that principals 
should work hard to increase the commitment of teachers to school as an organization leading towards achieving 
the school goals, and Sarikaya and Erdogan (2016) who found out that there is a relationship between the 
teachers’ organizational commitment and instructional management behaviors exhibited by school principals. 
With these, the school principal should possess behaviors of appreciating teachers, encouraging them to take a 
risk, treat them with sympathy and empathy (Ozdemir & Sezgin, 2015) and continuously make teachers 
informed about changes and developments, prepare the environment necessary to improve the efficiency of 
teachers and provide opportunities for teacher improvement (Sisman, 2017). 


In general, the organizational climate of schools, leadership skills of principals, and instructional management of 
principals are significantly related to the organizational commitment of teachers. This further reveals that an 
increase or decrease in the level of organizational climate of schools, leadership skills of principals, and 
instructional management of principals could mean an increase or decrease in the levels of organizational 
commitment of teachers. This finding is in congruence to the study of Steers et al. (2016) who divulged that 
organizational commitment of teachers is relative to one's involvement in an organization which is strongly 
affected by the leadership skills of principals, willingness to make efforts for the organization which could be 
better improve by instructional management of principals and desire to continue to be a member of the 
organization if the school principal constantly makes efforts to escalate the level of organizational climate. 


Singular and Combined Influence between the Exogenous Variables and Organizational Commitment 
The results of the regression analysis on singular and combined influence of organizational climate, leadership 
skills, and instructional management on organizational commitment of teachers are presented in Table 6. The 
extent of influence of the three exogenous variables on the organizational commitment of teachers was shown 
through the standardized beta values and their significance was determined through the p values. 


Specifically, the standard coefficient of organizational climate has the highest beta value of 0.488. This implies 
that organizational climate has the highest degree of influence on organizational commitment. As reflected by p- 
value of 0.000, the regression model is significant. Thus, it could be stated that the organizational climate of 
schools has a singular significant influence on the organizational commitment of the teacher. Further, it could be 
specified that the organizational climate of schools has a significant positive influence on the organizational 
commitment of teachers, hence a change in the organizational climate of schools could mean a change also in the 
organizational commitment of teachers or when the organizational climate of schools goes up, the organizational 
commitment of teachers also goes up. 


Table 6 Singular and Combined Influence between the Exogenous Variables and Organizational 


Commitment 
EXOGENOUSVARIABLES Organizational Commitment 
Standardized Coefficients Beta t p-value Interpretation 
Organizational Climate 488 6.999 .000 Significant 
Leadership Skills -.123 -1.344 | .180 | Not Significant 
Instructional Management 438 4.820 000 Significant 
R=.777 
R Square = .604 
Fe 155.737 
p value = .000 


This finding is in conformance with the studies conducted by Khan (2020) who divulged that organizational 
climate is a predictor of teachers’ commitment, Crosswell (2016) who disclosed that an organizational climate 
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that is favorable to teachers and students creates passionate commitment among teacher and Elliott and 
Crosswell (2019) who revealed that teachers’ commitment is firmly attached to organizational climate which 
defines teachers’ satisfaction and enjoyment to work. As such, necessary interventions in creating and 
developing a positive school climate should be made possible by the school administrators (Khan, 2020) and 
make necessary efforts to engage the school community in transmitting knowledge and values (Crosswell, 
2016). Lastly, commitment is achieved if teachers can enjoy the work environment, thus efforts to create 
desirable spaces in maintaining commitment should be intensified. 


Further, the standard coefficient of leadership skills has the lowest beta of -0.123. The negative beta value means 
a negative effect, but not significant, as reflected by the p-value of 0.180. Thus, it could be stated that the 
leadership skills of principals have no singular significant influence on the organizational commitment of 
teacher. Furthermore, It could be stated that the leadership skills of principals have no significant negative 
influence on the organizational commitment of teachers, hence a change in the leadership skills of principals 
could not mean a change in the organizational commitment of teachers or when the leadership skills of principals 
go down, the organizational commitment of teachers does not go down. 


This finding is negated by the studies of Chang and Lee (2017) who divulged that leadership positively affects 
commitment, Parlar et al. (2017) who stressed that leadership skills is positively correlated with teacher 
commitment and Saini and Goswami (2019) who found out that leadership skills of the school principal could 
significantly contribute to an increased teacher commitment. As such, the efforts of school leaders to develop a 
welcoming environment that will nurture high academic achievement for students (Chang & Lee, 2017), create 
and establish professional cooperation and school administrator's support that will enable the teachers to be more 
engaged in accomplishing their tasks (Parlar et al., 2017) and engage and empower teachers in the whole 
teaching-learning process and by making them understand their moral obligations to students and society, could 
not positively contribute to the increased organizational commitment of teachers, in general. 


Therefore, the standard coefficient beta of instructional management is 0.438. This implies that instructional 
management influences organizational commitment. As reflected by the p-value of 0.000, the regression model 
is significant. Thus, it could be stated that the instructional management of principals has a singular significant 
influence on the organizational commitment of teacher. Further, it could be stated that instructional management 
of principals has positive significant influence on the organizational commitment of teachers, hence a change in 
the instructional management of principals could mean a change also in the organizational commitment of 
teachers or when the instructional management of principals goes up, the organizational commitment of teachers 
also goes up. 


This finding conforms to the studies of Glatthorn (2018) who exemplified that instructional management impacts 
teacher commitment and (Fullan, 2019) who stressed that lack of effective instructional management lessens 
teachers' commitment. As such, school leaders should provide teachers with a learning program that is vigorous 
and relevant with the ultimate goal of maximizing student learning and providing quality in terms of learning 
content (Glatthorn, 2018) and work hard to bridge the gap on the lack of in-depth training as instructional leaders 
and lack of time to execute instructional activities (Flath, 2019). 


Scrutinizing further the data in Table 6, it is found out that not all standardized beta were positive. The analysis 
illustrates that only two of the three independent variables namely, organizational climate and instructional 
management have positive Beta value and significant and the other variable, namely leadership skills has 
negative beta value and is not significant. This further explains that organizational climate and instructional 
management positively contribute to the variations in the level of organizational commitment of teachers and 
both are significant. Hence, increases in the organizational climate of schools and instructional management of 
principals could mean an increase in the organizational commitment of teachers or when these independent 
variables go up, the organizational commitment of teachers also goes up. Further, a decrease in the leadership 
skills of the principals could not mean a decrease in the organizational commitment of teachers or when this 
independent variable goes down, the organizational commitment of teachers does not goes down. These are 
manifested in the results of the regression analysis where only 60.4 percent of the variance are explained by the 
three predictor variables as indicated by the R Square = 0.604. This also signifies that 39.6 percent of the 
variation of the display of performance is attributed to other factors. 


These findings are consistent with the studies of Leow (2017) that committed employees support the 
organizational goals and values leading towards the achievement of ideal instructional management of 
principals, and high performing which establishes an effective organizational climate, and Temaluru (2015) who 
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divulged that employee with a strong commitment will be more motivated and more satisfied with their job and 
commonly less interested in leaving their organization. 


Best Fit Model of Organizational Commitment of Teacher 

This part provides results on the interrelationships among the variables of the research study. Four hypothesized 
models were tested in an attempt to obtain the best fit model of organizational commitment of teachers. Each 
model has a framework that can be assessed and decomposed into two sub-models: a measurement model, and a 
structural model. A measurement model represents the measure loads on each factor to their latent constructs. 
While the structural model defines relations among the latent variables, the assessment of fit of each model 
becomes the consideration of accepting or rejecting the model. 


Basically, in establishing the model, the researcher had to establish the causality relationship among latent 
variables. The relationship between exogenous and endogenous variables was also established. Exogenous 
variables are considered predictor or causal variables because they predict or cause the endogenous variables 
(the response or outcome variables). This is possible because SEM tests theoretical hypothesis about causal 
relationships, tests relationships between observed and unobserved variables, examines a set of relationships 
between one or more exogenous variables and one or more endogenous variables and combines statistical 
techniques such as regression analysis/path analysis and exploratory factor analysis (Baumgartner & Hombur, 
2012; Arbuckle, 2010). 


The following indices were considered in coming up with the best fit model: The CMIN/df (Chi-Square/Degrees 
of Freedom) is an index of how much the fit of data to model has been reduced by dropping one or more paths. 
The NFI (Normed Fit Index) is the difference between the two models’ chi-squares divided by the chi-square for 
the independence model. The TLI (Tucker Lewis Index), which resolves some of the issues of negative bias 
between the chi-squared value of the hypothesized model and the chi-squared value of the null model. The CFI 
(Comparative Fit Index, which analyzes the model fit by examining the discrepancy between the data and the 
hypothesized model, while adjusting for the issues of sample size inherent in the chi-squared test of model fit 
and the normed fit index. The GFI (Goodness of Fit Index), which is a measure of fit between the hypothesized 
model and the observed covariance matrix that is accounted for by the tested model. The RMSEA (Root Mean 
Square of Error Estimation), which estimates a lack of fit compared to the saturated model. And, the P-close (P- 
Value for Test of Close Fit). Each of these indices has a criterion set. Thus, a structural equation model is said to 
be the best fit model if it satisfies all the indices. 


Furthermore, standardized factor loading is printed in the arrows stating the measurement of the latent variables 
within the structural model in which a significance level of 0.95 was adopted throughout the model testing 
phase. In drawing and analyzing the fitness of the structural model, it involved four latent variables and twenty- 
three observed variables. The researcher presented the results of the standardized path estimates between 
hypothesized relationships with corresponding estimates, standard errors, critical ratios, and significance values. 


In addition, regression weights were estimated to determine the effects between measured and latent variables. 
This is done to significantly predict the influence of the exogenous variables, organizational climate, leadership 
skills, and instructional management to the endogenous variable, organizational commitment. 


The researcher also emphasized the cross-loading of observed variables across alternate latent constructs. Cross- 
loading of observed variables was done with the intent of identifying variables that were deemed as problematic 
and required content revision (Bryne, 2010) intending to correct it and have it load on a more appropriate latent 
construct. As the structured model came up with an acceptable fit, one which met the criterion set, the 
consistency of the empirical relationships among variables is established. 


A contemporary researcher has called for either stricter or lenient measures pertaining to setting up acceptable 
levels for good structural equation model fit (Bryne, 2010; Hu & Bentler, 2010; Tabachnik & Fidell, 2010; 
Ullman, 2011; Steiger, 2014; Diamantopolous & Siguaw, 2013; Steiger, 2016), with the intent of coming up 
with a good overall model fit. Both measures are taken into account, leaning towards the acceptable fit indices 
for evaluation. The RMSEA value of 0.08 indicates a good fit model (Hu & Bentler, 2010; Brown & Cudeck, 
2019). Other values of the indices also indicate the goodness of fit of the best fit model (Arbuckle, 2010; 
Gatignon, 2010; Hu & Bentler, 2010; Baumgartner & Hombur, 2012; Mulaik et al., 2012; Tucker & Lewis, 
2016). 


Table 7 presents the criterion values for goodness-of fit indices of the generated models. 


Scrutinizing the data on table 7, Models 1, 2, and 3 have not met all the criterion values for goodness-of-fit 
indices making these models not the best fit model for organizational commitment of teachers while Model 4 has 
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met all the criterion values for goodness-of-fit indices making these model the best fit model for organizational 
commitment of teachers of DBES in Region XIII among the four generated models. 


Table 7 Best Fit Model of Organizational Commitment of Teachers 


MODEL 
INES PONE SIs Model 1 Model2 Model3 Model 4 
CMIN/df <3 8.366 4.246 4.246 2.009 
NFI >0.90 .783 891 891 .976 
TLI >0.90 781 .903 .903 .982 
CFI >0.90 .803 915 915 .988 
GFI >0.90 .686 .765 .765 .958 
RMSEA <0.08 154 102 .102 057 
p-CLOSE >0.05 .000 000 000 247 


Model | as shown in figure 8 has the following criterion values for goodness-of-fit indices: The CMIN/df is 
equal to 8.366. This value is greater than 


3 a = 7 50 = 
20 25 
5 20 m 1 


(=) 


(s) 
i 
Au 
" 
z 
& 
§ 

H 
Hu 
q || @ 
GIGIGIG 


Figure 8. Generated Model 1. A Structural Model Standardized Solution of Organizational Climate, 
Leadership Skill, Instructional Management and Organizational Commitment 


Legend: 

Org Climate = Organizational Climate Ins Mgt = Instructional Management 

S_mean = Supportive Behavior frame_mean = Framing the School Goals 

D_mean = Directive Behavior comm_mean = Communicating the School Goals 

R_mean = Restrictive Behavior super_mean = Supervising and Evaluating Instruction 

C_mean = Collegial Behavior coor_mean = Coordinating the Curriculum 

I_mean = Intimate Behavior monitor_mean = Monitoring Student Progress 

d_mean = Disengaged Behavior __ protect_mean = Protecting Instructional Time 
maintain_mean = Maintaining High Visibility 
provide_mean = Providing Incentives for the Teachers 
promote_mean = Promoting Professional Development 
incent_mean = Providing Incentives for Learning 

Lead Skills = = Leadership Skills Org Commitment = Organizational Commitment 

admin_mean = Administrative Skill fram_mean = Commitment to School Policies 
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inter_mean = Interpersonal Skill twork_mean = Commitment to Teaching work 
concept_mean = Conceptual Skill tprof_mean = Commitment to Teaching Profession 
workg_mean = Commitment to Work Group 


3 and not within the acceptable range. The NFI is equal to 0.783. This value is less than 0.90 and not within the 
acceptable range. The TLI is equal to 0.781. This value is less than 0.90 and not within the acceptable range. The 
CFI is equal to 0.803. This value is less than 0.90 and not within the acceptable range. The GFI is equal to 0.686. 
This value is less than 0.90 and not within the acceptable range. The RMSEA is equal to 0.154. This value is 
greater than 0.08 and not within the acceptable range. And, the p-close is equal to 0.000. This value less than 
0.05 and not within the acceptable range. Thus, Model 1 is not the best fit model for the organizational 
commitment of teachers since all the criterion values were not met. 

The analysis illustrates that not all exogenous variables; organizational climate, leadership skills, and 
instructional management with its indicators have direct relationships to organizational commitment. Further, 
not all of these exogenous variables with their indicators could significantly influence and predict organizational 
commitment without influencing and predicting each other. 

The Neoclassical Organization Theory as the basis of Model | emphasized that individual or group behavior and 
human relations determine productivity. In this study, individual or group behavior and human relations are 
defined in the organizational climate of schools, leadership skills, and instructional management of principals 
which are assumed to be the determinants of organizational commitment of teachers. 

Model 2 as shown in Figure 9 has the criterion values for good-of fit indices as follows: The CMIN/df is equal to 
4.246. This value is greater than 3 
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Figure 9. Generated Model 2. A Structural Model Standardized Solution of Organizational Climate, 
Leadership Skill, Instructional Management and Organizational Commitment 


Legend: 

Org Climate = Organizational Climate Ins Mgt = Instructional Management 

S_mean = Supportive Behavior frame_mean = Framing the School Goals 

D_mean = Directive Behavior comm_mean = Communicating the School Goals 
R_mean = Restrictive Behavior super_mean = Supervising and Evaluating Instruction 
C_mean = CollegialBehavior coor_mean = Coordinating the Curriculum 

I_mean = Intimate Behavior monitor_mean = Monitoring Student Progress 

d_mean = Disengaged Behavior protect_mean = Protecting Instructional Time 


maintain_mean = Maintaining High Visibility 
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provide_mean = Providing Incentives for the Teachers 
promote_mean = Promoting Professional Development 
incent_mean = Providing Incentives for Learning 
Lead Skills = Leadership Skills Org Commitment = Organizational Commitment 
admin_mean = Administrative Skill fram_mean = Commitment to School Policies 
inter_mean = Interpersonal Skill twork_mean = Commitment to Teaching work 
concept_mean = Conceptual Skill tprof_mean = Commitment to Teaching Profession 
workg_mean = Commitment to Work Group 


and not within the acceptable range. The NFI is equal to 0.891. This value is less than 0.90 and not within the 
acceptable range. The TLI is equal to 0.903. This value is greater than 0.90 and within the acceptable range. The 
CFI is equal to 0.915. This value is greater than 0.90 and within the acceptable range. The GFI is equal to 0.765. 
This value is less than 0.90 and not within the acceptable range. The RMSEA is equal to 0.102. This value is 
greater than 0.08 and not within the acceptable range. And, the p-close is equal to 0.000. This value less than 
0.05 and not within the acceptable range. Thus, Model 2 and 3 are not the best fit model for the organizational 
commitment of teachers since not all the criterion values were met. 


The analysis illustrates that not all exogenous variables; organizational climate, leadership skills, and 
instructional management with its indicators could have a direct significant influence and predict organizational 
commitment while influencing and predicting each other. 


Bandura's Social Cognitive Theory as the basis of Model 2 posited that behavioral change is determined by 
personal, environmental, and behavioral elements. In this study, behavioral change is defined by organizational 
commitment of teachers, and the personal, environmental and behavioral elements are defined by leadership 
skills of principals, organizational climate of schools and instructional management of principals respectively. 


Model 3 as shown in figure 10 has the criterion values for good-of fit indices as follows: The CMIN/df is equal 
to 4.246. This value is greater than 3 and not within the acceptable range. The NFI is equal to 0.891. This value 
is less than 0.90 and not within the acceptable range. The TLI is equal to 0.903. This value is greater than 0.90 
and within the acceptable range. The CFI is equal to 0.915. This value is greater than 0.90 and within the 
acceptable range. The GFI is equal to 0.765. This value is less than 0.90 and not within the acceptable range. The 
RMSEA is equal to 0.102. This value is greater than 0.08 and not within the acceptable range. And, the p-close 
is equal to 0.000. This value less than 0.05 and not within the acceptable range. Thus, Model 2 and 3 are not the 
best fit model for the organizational commitment of teachers since not all the criterion values were met. 
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Figure 10. Generated Model 3. A Structural Model Standardized Solution of Organizational Climate, 
Leadership Skill, Instructional Management and Organizational Commitment 
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Legend: 

Org Climate = Organizational Climate Ins Mgt = Instructional Management 

S_mean = Supportive Behavior frame_mean = Framing the School Goals 

D_mean = Directive Behavior comm_mean = Communicating the School Goals 

R_mean = Restrictive Behavior super_mean = Supervising and Evaluating Instruction 

C_mean = Collegial Behavior coor_mean = Coordinating the Curriculum 

I_mean = Intimate Behavior monitor_mean = Monitoring Student Progress 

d_mean = Disengaged Behavior protect_mean = Protecting Instructional Time 
maintain_mean = Maintaining High Visibility 
provide_mean = Providing Incentives for the Teachers 
promote_mean = Promoting Professional Development 
incent_mean = Providing Incentives for Learning 

Lead Skills = Leadership Skills Org Commitment = Organizational Commitment 

admin_mean = Administrative Skill fram_mean = Commitment to School Policies 

inter_mean = Interpersonal Skill twork_mean = Commitment to Teaching work 

concept_mean = Conceptual Skill tprof_mean = Commitment to Teaching Profession 


workg_mean = Commitment to Work Group 


The analysis illustrates that not all exogenous variables; organizational climate, leadership skills, and 
instructional management with its indicators significantly influence and predict organizational commitment 
while organizational climate and instructional management are influencing and predicting leadership skills, and 
while organizational climate and instructional management are influencing and predicting each other. 


Adam’s Equity Theory as the basis of Model 3 stated that there exist fair relationships between inputs and 
outputs. In this study, organizational climate, leadership skills, and instructional management are the inputs and 
organizational commitment is the output. 


Model 4 as shown in figure 11 has the following criterion values for good-of-fit indices: The CMIN/df is equal 
to 2.009. This value is less than 3 and within the acceptable range. The NFI is equal to 0.976. This value is 
greater than 0.90 and within the acceptable range. The TLI is equal to 0.982. This value is greater than 0.90 and 
within the acceptable range. The CFI is equal to 0.988. This value is greater than 0.90 and within the acceptable 
range. The GF] is equal to 0.958. This value is greater than 0.90 and within the acceptable range. The RMSEA is 
equal to 0.057. This value is less than 0.057 and indicates a good fit. The p-close is equal to 0.247. This value is 
greater than 0.05 and within the acceptable range. Thus, Model 4 yields the acceptable goodness-of-fit index for 
the organizational climate of teachers making it the best fit model. 


Figure 11. The Best Fit Model of Organizational Commitment of Teachers 
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Legend: 
Org Climate = Organizational Climate Ins Mgt = Instructional Management 
R_mean = Restrictive Behavior super_mean = Supervising and Evaluating Instruction 
C_mean = Collegial Behavior coor_mean = Coordinating the Curriculum 
I_mean = Intimate Behavior monitor_mean = Monitoring Student Progress 
d_mean = Disengaged Behavior _ protect_mean = Protecting Instructional Time 
Org Commitment = Organizational Commitment 
fram_mean = Commitment to School Policies 
twork_mean = Commitment to Teaching work 
tprof_mean = Commitment to Teaching Profession 


As shown in Figure 11, the indicators for organizational climate were trimmed down to four from the original six 
indicators, namely: restrictive behavior, collegial behavior, intimate behavior, and disengaged behavior. This 
was done also to the indicators of instructional management, there were only four indicators left among the 
original ten indicators, namely; supervising and evaluating instruction, coordinating the curriculum, monitoring 
student progress, and protecting instructional time. The other independent variable, leadership skills was 
removed. Lastly, the indicators of organizational commitment were also trimmed down to three indicators from 
the four original indicators namely; commitment to school policies, commitment to teaching work, and 
commitment to the teaching profession. 


The analysis further illustrates that organizational climate in terms of restrictive behavior, collegial behavior, 
intimate behavior, and disengaged behavior and instructional management in terms of supervising and 
evaluating instruction, coordinating the curriculum, monitoring student progress, and protecting instructional 
time significantly influence and predict organizational commitment in terms of school policies, teaching work 
and teaching profession. 


Furthermore, based on Figure 11, organizational commitment is directly influenced by organizational climate 
and instructional management. Moreover, organizational climate directly impacts instructional management. 
This means that in every unit increase in organizational climate there is a corresponding unit increase in the 
instructional management and every unit increase of the organizational climate and instructional management 
corresponds to a unit increase in organizational commitment. 


The results are in congruence with the Leader-Member Exchange (LMX) theory which proposed that 
commitment of employees in the organization is related to organizational characteristics. Organizational 
characteristics defined by the existing organizational climate as divulged by De Cremer and Ruiter (2010) are 
crucial determinants of organizational commitment. A favorable organizational climate as revealed by Wexley 
and Yukl (2013) impacts organizational commitment. And, as disclosed by Cabigao (2019) that higher 
instructional management competence yields an enhanced teachers' commitment. 

Table 8 presents the standardized path estimates of the best fit model. It shows the standardized path estimates 


between the latent variables and between latent and observed variables of the best fit model of organizational 
commitment of teachers of schools comprising DBES in Region XIII. 


Table 8 Standardized Path Estimates of the Best Fit Model 

Estimate S.E. C.R. P Interpretation 
Ins Met <--- Org Climate 768 .O71 | 13.739 | .000 Significant 
Org Commitment | <--- Org Climate 526 079 | 7.731 | .000 Significant 
Org Commitment | <--- Ins Met A412 O58 | 6.507 | .000 Significant 
R_mean <--- Org Climate .782 .070 | 15.374 | .000 Significant 
C_mean <--- Org Climate 872 .057 | 17.587 | .000 Significant 
I_mean <--- Org Climate 701 .074 | 12.954 | .000 Significant 
d_mean <--- Org Climate 821 .000 Significant 
protect_mean | <--- Ins Mgt 883 .038 | 24.698 | .000 Significant 
monitor_mean | <--- Ins Mgt 915 .038 | 27.253 | .000 Significant 
coor_mean <--- Ins Mgt 932 .035 | 28.783 | .000 Significant 
super_mean <--- Ins Met 917 O00 Significant 
fram_mean <--- | Org Commitment 931 .000 Significant 
twork_mean <--- | Org Commitment 846 .043 | 19.260 | .000 Significant 
tprof_mean <--- | Org Commitment .763 .048 | 16.194 | .000 Significant 
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Scrutinizing the data in Table 8, it could be observed that all path estimates are significant at p<.05. It could be 
interpreted that the influence of all measured and latent variables is significant. 


Further, the path that exists between organizational climate and instructional management is significant as 
reflected by the estimate value of .768 with corresponding p-value of 0.000. This means that organizational 
commitment significantly predicts instructional management. Hence, when organizational climate goes up by 1, 
instructional management goes up by .768. The path that exists between organizational climate and 
organizational commitment is significant as reflected by the estimate value of .526 with corresponding p-value 
of 0.000. This means that organizational climate significantly predicts organizational commitment. Hence, when 
organizational climate goes up by 1, organizational commitment goes up by .526. The path that exists between 
instructional management and organizational commitment is significant as reflected by the estimate value of 
.412 with corresponding p-value of 0.000. This means that instructional management significantly predicts 
organizational commitment. Hence, when instructional management goes up by 1, organizational commitment 
goes up by .412. 


Referring to the observed variables; restrictive behavior, collegial behavior, intimate behavior, and disengaged 
behavior significantly predict organizational climate as reflected by the estimate values of .782, .872, .701, and 
.821 respectively with the corresponding p-value of 0.000. Hence, when organizational climate goes up by | 
restrictive behavior goes up by .782, collegial behavior goes up by .872, intimate behavior .701, and disengaged 
behavior goes up by .821. Protecting instructional time, monitoring student progress, coordinating the 
curriculum, and supervising and evaluating instruction significantly predict instructional management as 
reflected by the estimate values of .883, .915, .932 and .917 respectively with the corresponding p-value of 
0.000. Hence, when instructional management goes up by | protecting instructional time goes up by .883, 
monitoring student progress goes up by .915, coordinating the curriculum goes up by .932 and supervising and 
evaluating instruction goes up by .917. Commitment to school policies, commitment to work group and 
commitment to teaching profession significantly predict organizational commitment as reflected by the estimate 
values of .931, .846, and .763 respectively with the corresponding p-value of 0.000. Hence, when organizational 
commitment goes up by 1 commitment to school policies goes up by .931, commitment to work group goes up 
by .846 and commitment to teaching profession goes up by .763. 


Further, the best fit model displays four indicators for organizational climate namely: restrictive behavior, 
collegial behavior, intimate behavior and disengaged behavior; four indicators for instructional management 
namely; supervising and evaluating instruction, coordinating the curriculum, monitoring student progress and 
protecting instructional time. These variables and variable-indicators are believed to influence directly the 
organizational commitment of teachers. Thus, an increase or decrease in the levels of these variables and 
variable indicators could mean an increase or decrease also of the organizational commitment of teachers. The 
other independent variable, leadership skills was removed. Thus, any change on the level of this variable and its 
indicators could not significantly influence the organizational commitment of teachers. While the indicators of 
the dependent variable, organizational commitment was reduced to three indicators namely; commitment to 
school policies, commitment to teaching work, and commitment to teaching profession. This further entails that 
an increase or decrease in these indicators shall mean an increase or decrease of the organizational commitment 
of teachers. On the other hand, the organizational climate in terms of restrictive, collegial, intimate, and 
disengaged behaviors directly impacts instructional management in terms of supervising and evaluating 
instruction, coordinating the curriculum, monitoring student progress, and protecting instructional time. 


The results are in congruence to the study of Mullins (2016) who divulged that there is a significant relationship 
between organizational climate and commitment of employees. Hence, efforts to improve the organizational 
climate could be a valuable strategy for improving organizational commitment (Bahrami et al., 2015). Further, 
the results are in conformity with the study of Sarikaya and Erdogan (2016) who found out that there is a 
relationship between the teachers’ organizational commitment and instructional management of school 
principals. With this, principals should maximize their efforts to retain highly committed teachers who are 
willing to share very important duties and responsibilities in creating effective schools (Ytice, 2015). Moreover, 
the results are contrary to the study of Curtis (2018) that Leadership skills impact the commitment of teachers. 
As such, any efforts made in escalating the level of leadership skills could not directly impact the organizational 
commitment of teachers. 
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CONCLUSION 
RECOMMENDATIONS 


AND 


This chapter concludes this dissertation by presenting 


the 


research _ findings, conclusions, and 


recommendations. Recommendations shall not only 
lay down the groundwork for the direction of future 
studies but will also take into account the educational 
institution undertakings as much as organizational 
climate, leadership skills, instructional management, 
and organizational commitment are concerned as well 
as the research implications of this study. 


Findings 
The following summarized the results of the study: 


1. 


The level of organizational climate of schools was 
very high with an overall mean of 4.27. This 
implied that the school's organizational climate 
was always manifested. Its overall standard 
deviation of .53 is less than one suggesting a 
homogeneous response of the teachers. 


The level of leadership skills of principals was 
very high with an overall mean of 4.36. This 
showed that the leadership skills of principals 
were always evident. Its overall standard 
deviation of .67 is less than one suggesting a 
homogeneous response of the teachers. 


The level of instructional management of 
principals was very high with an overall mean of 
4.35. This implied that the instructional 
management of principals was always 
demonstrated. Its overall standard deviation of .63 
is less than one suggesting a homogeneous 
response of the teachers. 


The level of organizational commitment of 
teachers was very high with an overall mean of 
4.53. This showed that the organizational 
commitment of teachers was always observed. Its 
overall standard deviation of .51 is less than one 
suggesting a homogeneous response of the 
teachers. 


There were positive correlations between 
organizational climate and _ organizational 
commitment, leadership skills and organizational 
commitment, and instructional management and 
organizational commitment which R values are 
equal to .751, .685, .734 respectively. These 
implied that there exists a significant positive 
relationship between variables. 


There was singular significant influence between 
organizational climate and _ organizational 
commitment and between instructional 
management and organizational commitment as 
reflected by standardized coefficient Beta of .488 
and .438 respectively with a p-value of .00 and 


there was no singular significant influence 
between leadership skills and organizational 
commitment as reflected by standardized 
coefficient Beta of -.123 with a p-value of .18. On 
the other hand, there was a combined significant 
influence of organizational climate and 
instructional organizational commitment as 
reflected by the p-value of .00. 


The best fit structural equation model yielded a 
good model result. The model satisfies the indices 
of goodness fit (CMIN/df = 2.009; NFI=.976; 
TLI=.982; CFI=.988; GFI=.958; RMSEA=.057 
and P-close = .247). This implied that 
organizational climate and __ instructional 
management were found to be directly significant 
in predicting organizational commitment and 
organizational climate was found to be a direct 
significant predictor of instructional management. 


Conclusions 
Based on the findings of the study, the following 
conclusions were drawn: 


1. 


The level of organizational climate of schools 
comprising the DBES in Region XIII was very 
high. This implied that the school’s organizational 
climate was always manifested in terms of 
supportive behavior, directive behavior, collegial 
behavior, intimate behavior, and disengaged 
behavior. Apparently, the school administrators 
and teachers always worked towards the 
completion and success of the school’s 
organizational objective/goals. 


The level of leadership skills of principals of 
schools comprising the DBES in Region XIII was 
very high. This implied that the leadership skills 
were always evident in terms of administrative 
skills, interpersonal skills, and conceptual skills. 
The similarities in the levels of practice in terms 
of the aforementioned indicators are because 
school administrators are confronted with 
different situations and organizational dilemmas 
that require the use of the most appropriate and 
suitable leadership skills. 


The level of instructional management skills 
principals of schools comprising the DBES in 
Region XIII was very high. This showed that 
instructional management was _ always 
demonstrated in terms of framing the school 
goals, communicating the school goals, 
supervising and evaluating instruction, 
coordinating the curriculum, monitoring student 
progress, protecting instructional time, promoting 
professional development, and __ providing 
incentives for learning. Evidently, the school 
administrator has ascertained clear responsibilities 
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among teachers and assures students and teachers 
that there is someone they can go to when they 
experience difficulty. 


The level of organizational commitment of 
teachers of schools comprising the DBES in 
Region XIII was very high. This implied that the 
organizational commitment was always observed 
in terms of commitment to school policies, 
commitment to teaching work, commitment to the 
teaching profession, and commitment to work 
group. Visibly, there was a maximum display of 
teachers' psychological attachments to the 
organization. And, there was an increased desire 
to contribute to attaining the organizational goals. 


About the outcomes of the Pearson product- 
moment correlation, significant positive 
correlations between organizational climate and 
organizational commitment, leadership skills and 
organizational commitment, and instructional 
management and organizational commitment 
existed. Hence, increases in the level of 
organizational climate, leadership skills, and 
instructional management will mean an increase 
in the level of organizational commitment. 


As to the outcomes of the multiple regression 
analysis, there was a singular significant influence 
between organizational climate and organizational 
commitment and between instructional 
management and organizational commitment and 
there was no singular significant influence 
between leadership skills and organizational 
commitment. On the other hand, referring to the 
result of the combined influence, organizational 
climate and instructional management can 
significantly influence organizational 
commitment. Hence, when organizational climate 
and instructional management go _ up, 
organizational commitment also goes up. 
Moreover, organizational commitment remains 
unchanged when leadership skills change. 


Referring to the structural analysis of the model, 
the best fit yielded a good model result. Two 
latent variables namely; organizational climate 
and instructional management were found to be 
directly significant in predicting organizational 
commitment. On the other hand, organizational 
climate was found to be a significant predictor of 
instructional management. Hence, organizational 
climate and instructional management were direct 
significant predictors of organizational 
commitment and organizational climate was a 
direct significant predictor of instructional 
management. 


Recommendations 

Based on the findings and conclusions drawn, the 

researcher offers the following recommendations: 

1. Since the organizational commitment of teachers 
is crucial to the long-term educational growth of 
the institution, the DBES, through its human 
resource management officers or trainers, may 
develop an institutional instrument to evaluate the 
organizational commitment of teachers. Further, 
they may consider the formulation of a 
framework for the development of organizational 
climate, leadership skills, instructional 
management, and organizational commitment 
among school administrators and_ teachers. 
Furthermore, monitoring and evaluation schemes 
may also be developed to discover areas for 
improvement and to sustain the program. 


2. Since organizational climate — significantly 
influenced organizational commitment, the 
organizational commitment among teachers may 
be sustained continuously by creating an 
organizational climate where teachers work well 
with others, enjoy friendly relations with each 
other, work things outs and keep their 
organization constantly moving towards progress. 


3. Since instructional management significantly 
influenced organizational commitment, the 
instructional management may be _ kept 
dynamically progressive, creative, and innovative 
by the administration and the teachers through 
crafting, improving, and sustaining related 
programs and initiatives. A self-rating checklist 
may be accomplished by the principals at the end 
of the school year to evaluate their performance. 


4. Since organizational climate significantly 
influenced instructional management and both 
significantly influenced organizational 
commitment, the researcher thereby recommends 
that organizational climate may be kept satisfying 
by providing an array of activities that will enable 
each employee to become efficient and 
productive. 


5. Since the model generated yielded a good model 
result, the researcher thereby recommends 
exploring other possibilities using other 
geographic locations or norms to further verify 
the validity and consistency of the model 
developed. 


6. Researchers may utilize the results of the study as 
additional literature and reference in pursuing 
further researches. They may also use the results 
as bases for future related research endeavors to 
derive a more sophisticated model of the 
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organizational commitment of teachers 
considering other variables and indicators and 
using other theories as well. 


REFERENCES 


[1] 


[2] 


[3] 


[4] 


[5] 


[6] 


[7] 


[8] 


[9] 


[10] 


[11] 


[12] 


Abiodun, A. (2017). Job Satisfaction Status of 
Primary School Teachers in OTA, Nigeria. 
European Journal of Educational Studies, 4(1), 
11-18. 


Aday, L. (2016). Designing and conducting 
health survey. San Francisco: Jossey-Bass. 


Aéiroglu Bakir, A. (2018). Ogretmenlerin 
paylasilan liderlik ve 6rgiitsel baghhk algilari 
arasindaki iliskinin analizi. Yayimlanmamis 
doktora tezi. noni Universitesi Egitim 
Bilimleri Enstitiisti, Malatya. 


Allen, N., & Meyer, J.(2019). The measurement 
and antecedents of affective, continuance and 
normative commitment to the organization. J. 
Occupational Psychol. pp.1-18. 


Altany, A. (2017). Professional Faculty 
Development: The Necessary — Fourth 
Leg.Faculty Focus. 
http://www.facultyfocus.com/articles/faculty- 
development/professional-faculty- 
development-the-necessary-fourth-leg/ 


Andrews, D., & Lewis, M. (2017). The 
experience of a_ professional community: 
Teachers developing anew image of themselves 
and their workplace. Educational Research, 44 
(3), 237-254 
http://dx.doi.org/10.1080/0013 1880210135340 


Aquino, J. (2017). Adversity Quotient, 
Leadership Style and _ Performance of 
Secondary School Heads and Commitment to 
Organizational Values of Teachers in the 
Province of Tarlac. A dissertation. University 
of La Salle, Bacolod City. 


Arbuckle, J. (2010). Amos 18 user's guide. 
Chicago, IL: Amos Development Corporation. 


Armstrong, A. (2016). Corporate governance: 
Can governance standard change corporate 
behavior? Australian Journal of Professional 
and Applied Ethics, 5(2) pp 1-10 


Asaad, A. (2016). Statistics made simple for 
researchers. Manila: Rex Bookstore. 


Asares, C. (2017). Teacher's Commitment: Eyes 
on Success. 
https://wordpress.com/teacherscommitment. 


Awan, M., & Mahmood, K. (2015). 
Relationship among _ leadership _ style, 


[13] 


[14] 


[15] 


[16] 


[17] 


[18] 


[19] 


[20] 


[21] 


[22] 


organizational culture and employee 
commitment in university libraries. Library 
Management. 

https://doi:10.1108/01435 121011046326 


Ayers, J. (2015). Job Satisfaction, job 
involvement, and perceived organizational 
support as predictors of organizational climate. 

dissertation. 
https://scholarworks.waldenu.edu/dissertations. 


Azeem, S.., & Nazir, N. (2018). A study of job 
burnout among university teachers. Psychology 
& Developing Societies, 20(1), 51-64. 


Babbie, E. (2015). Survey research methods. 
2nd ed., Belmont, CA: Wadsworth. Bahrami, 
M., Barati, O., Ghoroghchian, M., Montazer- 
Alfaraj, R., & Ezzatabadi, M. (2015). Role of 
Organizational Climate in Organizational 
Commitment: The Case of Teaching Hospitals 


Baltas, A., & Baltas, Z. (2015). Stres ve 
basacikma yollari [Stress and ways to cope 
with] (Twentieth edition). Istanbul: Remzi. 


Barret, C. & Breyer R. (2019). The Influence of 
Effective Leadership on Teaching and 
Learning. Journal of Research Initiatives. 
Volume 1 | Issue 2 = Article 3. 
https://digitalcommons.uncfsu.edu/cgi/viewcont 
ent.cgi? 


Barth, R. (2015). Teacher leader. Phi Delta 
Kappan, 82(6), 443-449. 


Blase, J., & Blase, J. (2015). The mistreated 
teacher: A National Study. Journal of 
Educational Administration, 46(3), 263-301. 
https://www.researchgate.net/publication/2353 
03597 


Baumgartner, H., & Hombur, C. (2012). 
Applications of structural equation modeling in 
marketing and consumer research: A review. 
International Journal of Research in Marketing, 
3; 139-161. 
https://www.sciencedirect.com/science/article/a 
bs/pii/01678 116950 


Bayir, O., Dulay, S., & Karadag, E. (2015). The 
Effect of Leadership on Organizational 
Commitment. A_ dissertation. https://DOI: 
10.1007/978-3-319-14908-0_4 


Bell, S. (2018). The impact of principal’s 
instructional leadership on the culture of 
teaching and learning in the school. Africa: 
University of South Africa Press. 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 Page 313 


[23] 


[24] 


[25] 


[26] 


[27] 


[28] 


[29] 


[30] 


[31] 


[32] 


[33] 


Bentler, P., & Bonett, D. (2015). Significance 
tests and goodness of fit in the analysis of 
covariance structures. Psychological Bulletin, 
88, 588-606. 
https://www. researchgate.net/profile/Douglas- 
Bonett-2/publication/ 


Berberoglu, A. (2018). Impact of 
organizational climate on organizational 
commitment and perceived organizational 
performance: empirical evidence from public 
hospitals. A dissertation. 


Bierema, L. (2016). Women’s Leadership. 
Advances in Developing Human Resources, 
18(2), 119-136. A journal Publication. 
https://doi.org/10.1177/15234223 16641398 


Black, S. (2018). The wellrounded student: 
Extracurricular activities and academic 
performance go hand in hand. American School 
Board Journal, 189, 1--6. 
https://digitalcommons.nl.edu/cgi/viewcontent.c 
giZarticle 


Blankstein, A., Houston, P., & Cole, R. (2018). 
Data-enhanced leadership. Thousand Oaks, 
CA: Corwin Press. 


Bogler, R., & Somech, A. (2015). Influence of 
Teacher Empowerment on __ Teachers' 
Organizational Commitment, Professional 
Commitment and Organizational Citizenship 
Behavior in Schools. A dissertation. 
https://www.scribd.com/.../BOGLER- 
SOMECH-2004-Influence-of-Teacher- 
Empowerment. 


Brookhart, S., & Loadman, W. (2019). School- 
university collaboration: different workplace 
cultures. Contemporary Education, 61, 125-128 


Browne, M.; Cudeck, R. (2019). Alternative 
ways of assessing model fit. In Bollen, K. A.; 
Long, J. S. Testing structural equation models. 
Newbury Park, CA: Sage. 


Brownell, M., Adams, A., Sindelar, P., 
Waldron, N., & Vanhover, S. (2016). Learning 
from collaboration: The role of teacher 
qualities. Exceptional Children, 72 (2), 169— 
187. 


Bryne, B. (2010). Structural equation modeling 
with AMOS. (2nd ed.). New York: Routledge. 


Cabigao, P. (2019). Instructional Management. 
Leadership & Organizational Development 
Journal, 21(4), 201-206. 
https://files.eric.ed. gov/fulltext/ED503474.pdf 


[34] 


[35] 


[36] 


[37] 


[38] 


[39] 


[40] 


[41] 


[42] 


[43] 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


Castro, ML. (2015). The relationship between 
organizational climate and employee 
satisfaction in a South African information and 
technology organization. A _ dissertation. 
https://sajip.co.za/climate/job/satisfaction. 


Celep, C., Tuncer, B., & Binali, T. 
(2000).Prospective teachers’ organizational 
commitment. Journal of Trakya University, 
Social Sciences C Serial. 
https://research.uic.edu.ph/ojs/. 


Chang, S., & Lee, M. (2017). A Study on 
relationship among leadership, organizational 
culture, the operation of learning organization 


and employees’ transfer learning. The Learning 
Organization, 14(2)155-165 


Coffman, C. & Gonzalez, G. (2015). A New 
Model: Great Organizations Win Business by 
Engaging the Complex Emotions of Employees 
and Customers. An article publication. 
https://scholarworks.waldenu.edu/cgi 


Crosswell, L. (2016). Perceived teaching 
problems, self-efficacy, and commitment to 
teaching among preservice teachers. The 
Journal of Educational Research 
https://doi:10.1080/00220671.1986.10885728 


Curtis, E. (2018). Leadership styles and 
outcome patterns for the nursing workforce and 
work environment: A systematic review. 
International Journal of Nursing Studies, 47(3), 
363-385. 

https://doi: 10.1016/.ijnurstu.2009.08.006 


Dale, K., & Fox, M. (2018). Leadership style 
and organizational commitment: Mediating 
effect of role stress. Journal of Managerial 
Issues, 20(1). 
https://psycnet.apa.org/record/2008 -03986-004 


Dansereau, F., Graen, G., & Haga, W. (1975). 
Leader-Member Exchange Theory. A Vertical 
Dyad Linkage Approach to Leadership Within 
Formal Organizations. An Article publication. 
https://www.researchgate.net/publication/2229 
86304 


Darling-Hammond, L., Cook-Harvey, C., 
Flook, L., Gardner, M., & Melnick, H. (2018). 
With the whole child in mind: Insights and 
lessons from the comer school development 
program. Alexandria, VA: ASCD. 


Day, C. (2015). Leading Schools in Times of 
Change .A paper presented at the European 
Conference on Educational Research Lahti 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 


Page 314 


[44] 


[45] 


[46] 


[47] 


[48] 


[49] 


[50] 


[51] 


[52] 


Finland, School of Education, University of 
Nottingham. https://leeds.ac.uk/educol. 


De Cremer, D., & Ruiter, R.. (2010). Emotional 

reactions toward procedural fairness as a 

function of negative information. Journal of 

Social Psychology. 

https://www.tandfonline.com/doi/abs/10. 1080/0 
0224540309 


De Witte, H. (2018). Job insecurity: Review of 
the international literature on definition, 
prevalence, antecedent and consequences. 
South African Journal of Industrial Psychology, 
https://www.researchgate.net/publication/ 


Diosdado, M. (2018). Creating better schools 


through democratic school _ leadership. 
International Journal of Leadership in 
Education, 11, 43-62. 


https://www.tandfonline.com/doi/abs/10. 1080/1 
3603120601174311 


Dinham, S. (2017). Teachers and_ teaching 
families. Australian educational researcher, 
24(2), 59-88. 


Drucker, P. (2020). Managing in the next 
society. New York. St. Martin’s Press. Dutta, 
A., Pal, T., & Naik, P. (2017). A comparative 
study on teacher ’ s organizational commitment 
among govern ment and private teachers of 


rural and urban — secondary _ schools. 
International Journal of Multidisciplinary 
Education and Research, 2(1), 29-33. 
https://files.eric.ed. gov/fulltext/EJ1151765.pdf 
Education-Portal (2017). What does a 
curriculum coordinator do? An §article 
publication. 


https://www.reference.com/business- 
finance/curriculum-coordinator- 


bacOcedb99200654 


Elliott, B., & Crosswell, L. (2019). Teacher 
commitment and engagement: The dimensions 
of ideology and practice associated with 
teacher commitment and engagement within an 
Australian perspective. 
https://edu.au/O2pap/cro02522.htm. 


Enns, A. (2016). Organizational commitment 
as a function of leadership style in Nigeria 
organizations: A study of three commercial 
banks in Lagos. University of Lagos. 


Esmaeilpour, M., & Ranjbar, M. (2018). 
Investigating the impact of commitment, 
satisfaction, and loyalty of employees on 
providing high-quality service to customer. 


[53] 


[54] 


[55] 


[56] 


[57] 


[58] 


[59] 


[60] 


[61] 


[62] 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


Studies in Business and Economics, 13(1), 41— 
57. https://doi.org/10.2478/sbe-2018-0004 


Flath, S. (2019). Critical issues in teacher 
leadership: A national look at teacher leaders' 
perceptions of effective practice,  toles, 
challenges, supports and benefits. A paper 
presented at the annual meeting of the 
American Educational Research Association. 
San Francisco: AERA 


Fraser, H., Draper, J., & Taylor, W. (2018).The 
quality of teachers’ personal lives: Teachers 
and job satisfaction. Evaluation and Research 
in Education, 12(2), 61-71. 


Fullan, M. (2016). Leading in a culture of 
change. San Francisco, CA: Josey-Bass. 


Fullan, M. (2019). What's worth fighting for in 
your school? An article publication. New York: 
Teachers College Press. 
https://eric.ed.gov/?id=ED401622 


Gallagher, D., & Sverke, M. (2015). Contingent 
employment contracts: Are existing 
employment theories still relevant? An article 
on Economic and Industrial Democracy. 
https://doi: 10.1177/0143831X05051513 


Garver, M. and Mentzer, J (2010) Logistics 
research methods: Employing © structural 
equation modeling to test for construct validity, 
Journal of Business Logistics, pp.33-57. 
https://link.springer.com/chapter/10. 1007/3 - 
7908-1636-1_I1 


Gatignon, H. (2010). Confirmatory Factor 
Analysis in Statistical analysis of management 
data. An article Publication. https://DOI: 
10.1007/978-1-4419-1270-1_4 


Ghasemi B., Keshavarzi R. (2018). The 
relationship between organizational climate, 
organizational commitment and organizational 
citizenship behavior in a hospital environment. 
Reef Resour Assess Manag Tech Pap. 2018; 
40(2):759-773. 


Gordon, N. (2018). A question of response rate. 
In D. Mundy (Ed.), Solution corner. Science 
Editor, January-February, 25(1): 25-26. 
http://citeseerx.ist.psu.edu/viewdoc/download? 
doi=10.1.1.673.3284 &rep=r ep1 &type=pdf 


Graham, K. (2016). Running ahead: Enhancing 
teacher commitment. Journal of Physical 
Education, Recreation, and Dance, 67 (1), 45— 
47. 

https://www.tandfonline.com/doi/abs/10. 1080/0 
7303084.1996. 10607182 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 


Page 315 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


[63] Gumuseli, A. (2016). Istanbul'daki Ilkégretim [74] Hoy, W. (2016). Organizational climate and 
Okulu Miidiirlerinin Oégretim — Liderligi culture: A conceptual analysis of the school 
Davranislar. Associate Professorship Thesis, workplace. Journal of Educational and 
Yildiz Teknik University, Istanbul, Turkey. Psychological Consultation, 1(2), 149-168. 

[64] Gupta, A. (2019). Organization Climate Study. Retrieved November 5, 2020 from 
Report: Institute of Rural Management. hitps://www. tandfonline.com/doi/abs/10.1207/s 
https://21430485/Organizational — -Climate- 1532768xjepc0102_4 
Survey-Project-Report Hallinger, P. (1980). [75] Hoy, W. (2018). An Analysis of Enabling and 
Principal Instructional Management Rating Mindful School Structures: Some Theoretical, 
Scale. An article publication. Research, and Practical Consideration. Journal 
http://philiphallinger.com/tool/survey/pimrs/a/r of Educational Administration, 41, 87-108. 
esearcherLogin-2.html https://journals.sagepub.com/doi/10. 1177/1741 

[65] Hanson, A. (2016). No Child Left Behind: 143219974505 
High-stakes testing and teacher burnout in [76] Hoy, W., & Clover, S. (2016). Elementary 
urban elementary schools. (ED493443). An school climate: A revision of the OCDQ. 
article publication. Educational Administration Quarterly, 22(1), 
https://eric.ed. gov/?id=ED493443 93-110. Retrieved August 24, 2020 from 

[66] Hargreaves, A. (2017). The four ages of https://journals.sagepub.com/doi/10. 1177/0013 
professionalism and _ professional learning. 161X860220010 
UNICORN, 23 (2), 86-108. A paper [77] Hoy, W.., & Hannum, J. (2018). Middle School 
presentation. Climate: An Empirical Assessment of 
https://citeseerx.ist.psu.edu/viewdoc organizational health and student achievement. 

[67] Harrmon, J., Scotti, D., Behson, S., Faries, G., Educational Administration Quarterly, 33, 290- 
Petzel, R., Neuman, J., & Keashly, L. (2016). 311 
Effect of High Involvemnet Work System on [78] Hoy, W., Tarter, C., & Kottkamp, R. (2016). 
Employee Satisfaction and Service Cost in Open schools/healthy schools: Measuring 
Veterans Healtthcare. Journal of Healtthcare organizational climate. Beverly Hills, CA: 
Management, 48/6. Sage. 
https://pubmed.ncbi.nlm.nih. gov/14671948/ [79] Hoy, W., & Woolfolk, A. (2018). Teachers’ 

[68] Hellriegel, D. & Slocum, J.W. (2018). sense of efficacy and organizational health of 
Management. (Sth ed.). New York: Addison- schools. The Elementary School Journal, 93(4), 
Wesley Publishing Company. 335-372. 

[69] Herman, K., & Reinke, W. (2018). Stress https://www.journals.uchicago.edu/doi/abs/10. 
management for teachers: A proactive guide. 1086/461729 
New York, NY: The Guilford Press. [80] Hu, L., & Bentler, P. (2010). Evaluating model 

[70] Hoelter, D. (2016). The analysis of covariance fit. In R. H. Hoyle (Ed.), Structural equa Ot 
SriichirES: Goaodness-ot fit indices, modeling: Concepts, issues, and applications. 
Sociological Methods and Research, pp. 325— Thousand Oaks, CA: Sage. 
344.https://journals.sagepub.com/doi/10.1177/_ [81] Huberman, M. (2019). The lives of teachers. 
004912418530110030 London: Cassell Villiers House. 

[71] Hooper, D., Coughlan, J. & Muleen, M.(2016). [82] Isaksen, S. & Akkermans, H. (2017). Creative 
Structural equation modeling: guidelines for climate: A leadership lever for innovation. 
determining model fit. The Electronic Journal Journal of Creative Behavior,45(3), 161-187. 
of Business Research Methods, 6(1): 53-60. https://onlinelibrary.wiley.com/doi/abs/10.1002 
https://www.researchgate.net/publication/3 126 /j.2162-6057.2011.tb01425.x 
ore [83] _ Jarzabkowski, L. (2017). Teacher collegiality in 

[72] House, R., & Mitchell, R. (2017). Path—goal aremote Australian school. Journal of Research 
theory of leadership. J. Contemp. Bus., 3, 81— in Rural Education, 18 (3), 139-144. 
97 https://www.researchgate.net/publication/2287 

[73] Hoy, W. (1972). The Organizational Climate 43156 
Description for Elementary Schools (OCDQ- [84] | Jurkiewicz, C. (2020). Generation X and the 
RE) hitps:/www.waynekhoy.com/ocdq-re/ public employee. Public Personnel 

@ IJTSRD | Unique Paper ID —- JTSRD52654 | Volume—7 | Issue—1 | January-February 2023 Page 316 


[85] 


[86] 


[87] 


[88] 


[89] 


[90] 


[91] 


[92] 


[93] 


[94] 


[95] 


Management, 29(1), 55-74. 
https://www.researchgate.net/publication/2797 
08537 


Keskes, S. (2015). Performance of a submerged 
membrane bioreactor for the aerobic treatment 
of abattoir wastewater. Bioresour Technol 
103(1):28—34 Keskes, I., Sallan, J., Simo, P., & 
Fernandez, V. (2018). Transformational 
leadership and organizational commitment: 
Mediating role of leader-member exchange. 
Journal of Management Development, 37(3), 
271-284. https://doi:10.1108/JMD-04-2017- 
0132 


Khan, I. (2020). Determining the demographic 
impacts on the organizational commitment of 
academicians in the HEIs of DCs like Pakistan. 
European Journal of Sustainable Development. 
https://ecsdev.org/ojs/index. php/ejsd/article 


Kline, R. (2010). Principles and practice of 
structural equation modeling. (3rd ed.) New 
York. The Guildford Press 


Konting, M. (2015). Educational Research 
Methods. 5th edition. Kuala Lumpur:Language 
and Library Council. 


Leonard, L., & Leonard, P. (2018). The 
continuing trouble with collaboration: Teachers 
talk.Current Issues in Education [On-line], 6 
(15). https://cie.ed.asu.edu/volume6/number15/ 


Leow, K. (2017). The organizational 
commitment. The International Journal of 
Interdisciplinary Social Sciences: Annual 
Review, 6(1), 123-146. —https://doi: 
10.18848/1833- 1882/CGP/v06i01/5 1993 


Loehlin, J. (2017). Latent Variable Models: An 
Introduction to Factor, Path, and Structural 
Equation Analysis. Psychology Press 


Litwin, G., & Stringer, R. (2016). Motivation 
and organizational climate. Boston: Division of 
Research, Graduate School of Business 
Administration, Harvard University. 


Luthans, F. (2017). Organizational Behavior, 
Oth ed, New York : McGraw-Hill. 


Mauri, T. (2017). Why leadership styles matter. 
Strategic Direction, 33(1), 1-4. Attps://doi: 
10.1108/SD10-2016-014 1 


Mayer, D. (2013). Teachers for the future: The 
changing nature of the society and related 
issues for the teaching workforce project. Initial 
Literature Review. Report to the Teaching 
Quality and Educational Leadership Task 


[96] 


[97] 


[98] 


[99] 


[100] 


[101] 


[102] 


[103] 


[104] 


[105] 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


Force. Ministerial Council for Education, 
Employment and training Youth Affairs, 
Canberra, Australia. 
https://files.eric.ed.gov/fulltext/ED534330.pdf 


McCombes, S. (2019). Descriptive Research. 
https://www.scribbr.com/methodology/descripti 
ve-research/ 


Meyer, J., Allen, M, & Smith C., (2015). 
Commitment to Organizations and 
Occupations: Extentions and Test of a Three 
Component Conceptualization. Journal of 
Applied Psychology. Vol. 78. Pp. 538-551. 
https://www.researchgate.net/publication/2 1 13 
91140 


Morris, S. (2015). Climate QUAL: 
Organizational Climate and _ Diversity 
Assessment. https://climatequal @ arl.org 


Morrow, P. (2019). The theory and 
measurement of work commitment. Greenwich, 
CT: Jai Press Inc. 


Mugizi, W., Bakkabulindi, F., & Bisaso, R. 
(2015). Framework for the Study of Employee 
Commitment. Makerere Journal of Higher 
Education. https:/DOT: 
http://dx.doi.org/10.43 14/majohe.v7i2.2 


Mulaik, S., James, L., Van Alstine, J., Bennet, 
N., Lind, S., and Stilwell, C. (2012). Evaluation 
of Goodness-of-Fit Indices for Structural 
Equation Models. Psychological Bulletin, 105 
(3), 430-45. 
https://www.researchgate.net/publication/25 10 
60246 


Muller, R. (2016). The Role of the District in 
Driving School Reform: A Review for the 
Denver Commission on Secondary School 
Reform. Practical Strategy. An Article 
Publication. Retrieved August 24, 2020 from 
http://www.dpsk12.org/pdf/district_role.pdf 


Mullins, L. (2016). Management and 
Organizational behavior. 9th Ed. Pearson 
Education. 


Mutchler, S. (2015). Teacher commitment in an 
academically improving, high-poverty public 
school. Doctoral dissertation, The University of 
Texas, Austin. 


Newmann, F., Rutter, R, & Smith, M. (2019). 
Organizational factors that affect school sense 
of efficacy, community, and expectations. 
Sociology of Education, 62, 22 1-238. 
https://www.jstor.org/stable/2112828?seq=1 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 


Page 317 


[106] 


[107] 


[108] 


[109] 


[110] 


[111] 


[112] 


[113] 


[114] 


[115] 


Nias, J. (2019). Teachers’ moral purposes: 
Stress, vulnerability, and strength. Cambridge: 
Cambridge University Press. 
https://dx.doi.org/10.1017/CBO97805 11527784 
O15 


Nihof, WJ., De Jong MJ., Beukhof, G. (2016). 
Employee commitment — in changing [117] 
organizations: An exploration. J. Eur. Ind. 
Training. pp. 243-248. 
https://research.utwente.nl/en 


Nguni, S., Sleegers, P., & Denessen, E. (2016). 
Transformational and transactional leadership 
effects on teachers’ job _ satisfaction, 
organizational commitment, and organizational 
citizenship behavior in primary schools: The 
Tanzanian case. School Effectiveness and 
School Improvement, 17(2), 145-177 
https://www.tandfonline.com/doi/abs/10.1080/ 119] 


Northouse, P. (2010). Introduction to 
Leadership: Theory and Practice. SAGE. 
https://www.amazon.com/s/ref=dp_byline_sr_b [120] 
ook_1?ie=UTF8 &text=Peter+G.+Northouse&s 
earch-alias=books&field-author=Peter+G.+ 
Northouse 


Northouse, P. (2018). Leadership: Theory and 
Practice. Sage Publications: Thousand Oaks, 
CA, USA. 

[121] 


Numeroff, D. (2017). Teacher collegiality and 
collaboration in exemplary high school math 
departments. Doctoral dissertation, Florida 
Atlantic University. 
https://core.ac.uk/download/pdf/268877433.pdf 


Nunnaly, J. (2013). Where do the descriptors 
for Cronbach’s alpha values come from? 
https://www.researchgate.net./cronbach 


Ojo, L., & Olaniyan, D. (2018). Leadership 
Roles of School Administrators and Challenges 
Ahead in Post-Primary Institutions in Nigeria. 
European Journal of Scientific Research. 
Volume 24. http://schoolofeducators.com/wp- 
content 


Omolayo, B.. & Ajila, C. (2016). Leadership 
Styles and Organizational Climate as 
Determinants of Job Involvement and Job 
Satisfaction of Workers in Tertiary Institutions. 
Business Management Research, 1, 28-36. 
https://dx.doi.org/10.5430/bmr.v 1n3p 


Ozdemir, S., & Sezgin, F. (2015). Etkili 
Okullar ve Ogretim  Liderligi. Manas 
Universitesi Sosyal Bilimler Dergisi, 3, 267- 


[116] 


[118] 


[122] 


[123] 


[124] 


[125] 


[126] 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


282.https://dergipark.org.tr/tr/pub/inuefd/issue/ 
8695/108613 


Park, I. (2015). Teacher commitment and its 
effects on student achievement in American 
high schools. Educational Research and 
Evaluation, 11(5), 461-485. 


Parsons, T. (2017). Some Ingredients of a 
General Theory of Formal Organization, in 
Administrative Theory in Education. New 
York: Macmillan: pp. 40-72. 


Picciano, A. (2015). Educational Research 
Primer. London: Continuum Press. Porter, L. 
(2019). Organizational commitment, job 
satisfaction and turnover among psychiatric 
technicians. Journal of Applied Psychology, 59, 
603-609. 


Porter, L., & Lawler, E. (2015). Managerial 
Attitude and Performance. Homewood, IL: 
Irwin-Dorsey. 


Quicke, J. (2018). Towards a new 
professionalism for new times:Some problems 
and possibilities. Teacher Development. An 
International Journal for Teacher Professional 
Development, 2(3), 323-349. 
https://www.tandfonline.com/doi/abs/10. 1080/1 
3664539800200 


Rahimic, Z. (2017). Influence of 
Organizational Climate on Job Satisfaction in 
Bosnia and Herzegovina Companies. 
International Business Research. School of 
Economics and Business, University of 
Sarajevo, Bosnia and Herzegovina. 


Rea, L. & Parker, R. (2018). Designing and 
conducting survey research. 2nd ed., San 
Francisco, CA: Jossey Bass. 


Reichers, A. (2017) A_ review and 
reconceptualization of organizational 
commitment. https://www.AcadManagRev. 


Reyes, P. (2019). Teachers and _ their 
workplace: Commitment performance and 
productivity. Newbury Park: Sage Publications. 


Salkind, N. (2015). Encyclopedia of 
Measurement and_ Statistics. 1st Edition. 
SAGE. 


Salleh, M. (2015). Best Practice of Framing 
and Communicating School Goals Among 
Principals of Cluster Secondary School 
Towards Realization of Malaysian Education 
Blueprint 2013-2025. Volume 1. Issue 6. 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 


Page 318 


[127] 


[128] 


[129] 


[130] 


[131] 


[132] 


[133] 


[134] 


[135] 


[136] 


[137] 


https://www. valleyinternational.net/index.php? 
option 


Sarikaya, N., & Erdogan, C. (2016). 
Relationship between the Instructional 
Leadership Behaviors of High School 
Principals and Teachers’ Organizational 
Commitment. Institute of Social Sciences, 
Istanbul Aydin University, Bakirkoy, Istanbul, 
Turkey 2. Faculty of Education, Yildiz 


Technical University, Esenler, Istanbul, Turkey 


Schlechty, P. (2018). Engagement, What is it 
and Why iS it Important? 
https://www.smis.ac.jp/boys/engagement-what- 
it-and-why-itimportant. 


Schneider, B., & Bartlett, C. (2016). 
Organizational Climate: Individual preferences 
& organizational realities. Journal of Applied 
Psychology. 

https://psycnet.apa.org/record/1 973-0145 1-001 


Schumacker, R. & Lomax, R. (2010). A 
beginner’s guide to structural equation 
modeling. 2nd ed., Mahwah, NJ: Lawrence 
Erlbaum Associates. 


Sergiovanni, T. (2015). Leadership for the 
schoolhouse. How is it different? Why is it 
important? San Francisco. 
https://eric.ed.gov/?id=ED390153 


Serin, K. (2016). MWkégretim Kurumlarinda 
Ogretimsel Liderlik ile Orgiitsel Baghiik 
Arasindaki Iliski. Master’s Thesis, Institute of 
Educational Sciences, Gazi University, Ankara, 
Turkey. 


Sisman, M. (2017). Ogretim liderligi, Ankara. 
4.baski, Pegem Akademi Publications. 


Sloan, D., Buckham, R., & Lee, Y. (2017). 


Exploring differentiation of self and 
organizational commitment. Journal of 
Managerial Psychology, 32(2) 


https://www.researchgate.net/publication/3 148 
74036 


Smith, P.(2018). The Measurement of 
Satisfaction in Work and Retirement. Chicago: 
Rand McNally. 


Smith, J., & Smith, R. (2015). Evaluating 
Instructional Leadership. Corwin. California. 


Smothers, A., & Lawton, D. (2017). Impact of 
perceived leadership styles of an elected 
official on organizational commitment in the 
municipal sector. I-Manager's Journal on 
Management, 11(4), 21-29 


[138] 


[139] 


[140] 


[141] 


[142] 


[143] 


[144] 


[145] 


[146] 


[147] 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


https://www.researchgate.net/publication/3 186 
84422 


Somech, A. (2015). Directive versus 
participative leadership: Two complementary 
approaches to managing school effectiveness. 
Educational Administration Quarterly, 41, 777- 
800.https://www.researchgate.net/publication/2 
49684732 


Stafford, T. (2016). Motivations related to 
consumer use of online services. Ph.D. 
Dissertation. The University of Texas at 
Arlington, United StatesTexas. 
https://ABI/INFORM Global (Publication No. 
AAT 3035708). 


Steiger, J. (2014). Structural model evaluation 
and modification, Multivariate Behavioral 
Research, 25, 214-12. 
https://www.tandfonline.com/doi/abs/10.1207/s 
15327906mbr2502_4 


Steiger, J. (2016), Understanding _ the 
limitations of global fit assessment in structural 
equation modeling, Personality and Individual 
Differences, 42 (5), 893-98. 
https://www.scienceopen.com/document?vid=2 
b4cc23d-90e7-49c0-a5c8-0886625fcf74 


Sugiono, M. (2015). Statistik untuk Penelitian. 
Alphabeta, Bandung. 


Swailes, S. (2017). Organizational 
commitment: A critique of the construct and 
measures. International Journal of Management 
Reviews, 4(2), 155-178. https://doi: 
10.1111/1468- 2370.00082 


Tarter, T., Hoy, W., & Bliss, J. (2019). 
Organizational-Climate, School-Health, and 
Effectiveness: A Comparative-Analysis. 
Educational Administration Quarterly, 26, 260- 
279. 
https://http://dx.doi.org/10.1177/0013161X900 
26003004 


Taylor, R. (2016). Shaping the Culture of 
Learning Communities. Principal Leadership, 
pp. 42-45. 
https://www.researchgate.net/publication/2792 
77779_School_culture_and_leadership_of_prof 
essional_learning_communities 


Temaluru, J., (2015). Komitmen Organisasi 
http://www.makalahmanajemen.com. Diakses 
pada tanggal. 


Tiwari, A. (2019). A comparative study on 
Organizational Commitment among 
Government and Private School Teachers. 


@ IJTSRD | Unique Paper ID — IJTSRD52654 | Volume—7 | Issue—1 | January-February 2023 


Page 319 


International Journal of Trend in Scientific Research and Development @ www.ijtsrd.com eISSN: 2456-6470 


International Journal of Management, [157] Wheaton, B., Muthen, B., Alwin, D.F. & 
Technology And Engineering, [X(II), 2109— Summers, G.F. (2015). Assessing reliability 
2121; http:/Aijamtes.org/gallery/254- and stability in panel models. In D.R. Heise 
feb2019.pdf (Ed.), Sociological methodology. Vol. 8, pp. 

[148]  Troncoso-Skidmore, $. (2017). Professionally Sesto mmad Enanelico:dossey-pass 
committed teachers. PRISE White Paper No. [158] Yahaya, R., & Ebrahim, F. (2016). Leadership 
2007-9. styles and organizational commitment: 

‘ Literature review. Journal of Management 

[149] Tschannen-Moran, M. (2016). Collaboration _ 
and the need for trust. Journal of Educational eo EGC, ACen 
Administration, 39 (4), 308-331. : 
http://dx.doi.org/10.1108/EUMO0000000005493 [159] Yilmaz, K. (2015). Examining Organizational 

[150] Tucker, L., & Lewis, C. (2016). A reliability Commitment of Primary School Teachers 
coefficient for maximum likelihood factor Re ganainete Their Jor Sans acaon ana Their 
analysis Psychometrika 38 1-10 Schools’ Organizational Creativity. 
https:/Nink.springer.com/article/10.1007/BF02 PUPS HON AE DEAT WieyCOmly zea VOrTt? 

Issue 534. 
291170 

[151] Ullman, J. (2011). Structural equation [160] Yilmaz, K. (20s) The telationsiip p ales 
modeling. 4th ed.. Boston: Allyn & Bacon. organizational trust and _ organizational 
Vee “Ww Vol. aaa M & Hessele<M commitment in Turkish primary schools. 

ee a Journal of Applied Sciences, 8(12), 2293-2299. 
(2017). Exploring the conceptual expansion ae 
within the field of organizational behavior: https://www.researchgate.net/publication/4602 
Organizational climate and organizational Oe 
culture. Journal of Management Studies. pp. [161] Yong, B. (2019). The career commitment of 
303-330. primary teachers in Brunei Darussalam: 
https://onlinelibrary.wiley.com/doi/abs/10.1111 Perceptions of teaching as a career. Research 
/1467-6486.00095 in Education. 

[152] Vora, J. (2015). Productivity and Performance [162] Yong, Z., & Yue, Y. (2017). Causes for 
Measures: Who Uses Them? Production and burnout among secondary and elementary 
Inventory Management Journal 33, no. | school teachers. 
(2015): 46-49. https://www.researchgate.net/publication/2501 
https://www.referenceforbusiness.com/manage 72811_ 
beets [163] Yiice, S$. (2015). lkdgretim — Okulu 

[153] Watson, A. & Hatton, N. (2020). Teacher in Miidiirlerinin Ogretim Liderligi Davranisi Tle 
mid-career. Professional perceptions and Ogretmenlerin Orgiitsel Baghliklari Arasindaki 
performance. Report for New South Wales Lliskinin Incelenmesi. Master’s Thesis, Institute 
Teacher’s Federation and Federtion of Parents of Educational Sciences, Gazi University, 
and Citizens of New Sotu Wales, Australia. Ankara, Turkey. 

Meee CONN paesherne U4] Yuki, H., Leithwood, K., & Jantzi, D. (2019), 
tips://www.nswif.org.au/pages/reports The effects of transformational leadership on 

[154] Weber, T. (2017). Leadership: Current teachers’ commitment to change in Hong Kong. 
theories, research, and future directions. Journal of Educational Administration, 40 (4), 

ee : 368-389. 
fN ka—Lincoln M 

i199] cee cay fee aes https://www.researchgate.net/publication/2352 
https://digitalcommons.unl.edu/managementfac ead 
pub/37. [165] Zakariya, S.B. & Stellar, A.E. (2016). Effective 

[156] Wexley, K., & Yuk], G. (2013). Organizational Instructional Management. Retrieved August 

ae ; : 24 2020 from 
behavior and personnel psychology. Irwin pd fae 
series in management and the behavioral https:Heric.ed.gov/ 2id=ED254899 
sciences. 2" Edition. 
@ IJTSRD | Unique Paper ID - JTSRD52654 | Volume—7 | Issue—1 | January-February 2023 Page 320 


